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ABSTRACT

The purpose of this study was to investigate the impact of Project P.A.T.H., a job search
psychoeducation intervention, on unemployed individuals’ levels of job search knowledge, job
search self-efficacy, employment hope, and group therapeutic factors. To contribute to the
knowledgebase in the counseling and counselor education fields, the researcher examined (a) if
Project P.A.T.H. influences job search knowledge, job search self-efficacy, and employment
hope over time; (b) the potential relationship between outcome variables and participant
demographics; and (c) the potential relationship between the outcome variables and the group
therapeutic factors.
A multi-group pretest-posttest quasi-experimental design was utilized in this study.
Participants received a nine-hour group psychoeducation intervention among various formats
including (a) one-day in person, (b) two-day in-person, and (c) two-day virtually. The counseling
groups were offered at Christian Help Foundation Inc. affiliated locations. There were three data
collection points: (a) prior to the start of the intervention, (b) after the intervention, and (c) 30days follow-up. The final sample size was 30 unemployed individuals. The research questions
were examined using: (a) Dependent t-test (b) Multiple Regression, (c) Pearson Product Moment
Correlations, and (d) Cronbach’s alpha reliability analysis.
In addition to a literature review, the research methods and statistical results are provided.
Results of the investigation are reviewed and compared to previous research findings. Further,
areas for future research, limitations of the study, and implications for the counseling and
counselor education fields are presented. Implications of the study’s findings include: (a)
competencies for improving job search programs, (b), training techniques for counselors-in-
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training, and (c) the need for further research and advocacy within mental health and career
counseling fields.
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CHAPTER ONE: INTRODUCTION
The purpose of this investigation was to evaluate change in unemployed individuals’
levels of job search knowledge [as measured by the Job Search Knowledge Scale (JSKS; Liptak,
2004)], job search self-efficacy [as measured by the Career Self Efficacy Scale – Revised
(CSES; Solberg et al., 1991)], and employment hope [as measured by the Short Employment
Hope Scale (EHS-14; Hong & Choi, 2014)] who participate in a job search psychoeducational
group intervention. Additionally, the researcher measured participants’ baseline levels of anxiety
(as measured by the Emotional Distress - Anxiety - Short Form [PROMIS, 2012]), group
therapeutic factors (as measured by the Therapeutic Factors Inventory – Short Form [TFI-S;
Joyce et al., 2011]), and collected demographic data to better understand additional factors that
may influence the study

Statement of the Problem
Approximately 6M people in the United States are experiencing unemployment (Bureau
of Labor Statistics, 2022), and 56% of those individuals are experiencing increased emotional or
mental health issues due to becoming unemployed (Pew Research Center, 2021). In addition,
those that experience increased mental health problems resulting from job loss have an increased
risk of self-harm and suicide (Moore et al., 2017), with one in five suicides a year worldwide
linked to unemployment (Cummins, 2015). Unemployment negatively influences physical
health, financial strain, and stability for individuals and their families (Tang et al., 2021). Despite
the significant consequences of unemployment towards health and well-being, there are many
barriers to reemployment and few studies evaluate specific job search interventions for targeted
individuals (Moore et al., 2017). Additionally, those belonging to a lower socioeconomic status
1

(SES) and have lesser educational attainment experience the consequences of unemployment at
an increased and disproportionate rate in comparison to others (Pew Research Center, 2020).
Further, one of the significant gaps in previous research is understanding how to tailor job search
interventions, their effects, and the extent to which an intervention needs to focus on specific
predictors (Liu et al., 2014).

Current Climate of Workforce in the U.S.
In the past two years, the United States has faced the highest unemployment rate in
history, with a peak of approximately 14 percent of the population reporting job loss and
unemployment due to the outbreak of COVID-19 and quarantine requirements mandated by the
Centers for Disease Control and Prevention (CDC; Bureau of Labor Statistics, 2020). Job loss
resulting from the outbreak of the pandemic worsened racial and SES hierarchies, particularly
within the workforce (Guan et al., 2020). During a time where individuals faced sudden and
unprecedented job loss, these traumatic events compounded with fear of contracting the virus,
loss of purpose and identity, and social unrest (Walsh, 2020). Furthermore, the pandemic
exacerbated the extent of working privilege with only 34% of working-class jobs holding the
ability to convert to remote platforms (Bluestein et al., 2020; Dingel & Neiman, 2020).
A current issue of workforce development has been the literature gap in providing
specific career interventions to diverse and intersectional populations (i.e., BIPOC communities;
LGBTQ+ communities; communities with working-class backgrounds; people living with
disabilities; Martin, 2020). Traditional career strategies and interventions were developed from a
dominant culture perspective, including concepts of individuation, choice, and opportunity, with
a lack of cultural diversity at the forefront (Chan, 2019). Pew Research Center (2020) reported
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that workers without any college education were more likely to have experienced unemployment
during the recent workforce crisis than individuals with at least some college education. There is
a further gap for those without a high school diploma (Pew Research Center, 2020). Previous
researchers conducted studies with college students focusing primarily on college student issues
(i.e., determining a major, predicting career success, and factors impacting career choice and
readiness; Lam & Santos, 2018). However, due to the college setting of prior career intervention
samples, results from intervention studies provide implications towards populations that fall
within privileged and dominant cultures. In addition, recent scholars have identified gaps in the
literature regarding career counseling diversity, provided theoretical concepts that acknowledge
core issues, and advocated for tailored interventions for unique populations (Blustein et al., 2018;
Settles et al., 2021).
According to the U.S. Bureau of Labor Statistics (2021), the American industry will
create approximately six million jobs over the next decade, though unemployment rates
minimally rise and a lack of resources for certain subpopulations within the U.S. remain scarce.
In 2020, there were higher unemployment rates for women, immigrants, and workers without a
bachelor’s degree (Kochhar, 2020; U.S. Bureau of Labor Statistics, 2020). Adding to the
unemployment burden is the inconsistency of unemployment benefits and assistance from state
to state. Before the COVID-19 outbreak, 65.9% of those unemployed in Massachusetts received
unemployment benefits, while only 7.6% of unemployed Florida residents received payments.
There is a disconnect between unemployment statistics and the number of benefit recipients in
the U.S., resulting in an increased need to develop strategies for addressing unemployment.
Researchers have highlighted the significant impact that various events have placed on the U.S.
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workforce; therefore, it is essential to explore associated barriers and challenges towards
unemployment for this population.

The Great Resignation
Prior to the COVID-19 pandemic, the U.S. resignation rate never exceeded 2.4% of the
total workforce per month (Economic Policy Institute, 2021). An unprecedented trend in the U.S.
workforce is the extent of employee resignations in September 2021, with a peak of
approximately 4.4 million U.S. employees quitting their jobs. Psychologist, Anthony Klotz,
coined the term the Great Resignation to explain the voluntary resignation of jobs in droves since
2021 (Tessema et al., 2021). The Great Resignation is the highest rate of voluntary
unemployment within the past two decades and researchers have found several explanations.
Klotz theorized that the COVID-19 pandemic allowed individuals to reflect on their lives and
enabled them to reconsider their ideas and goals for work (Kaplan, 2021). The pandemic and the
increase of remote work changed the way many individuals viewed their work and allowed
workers to re-evaluate how their careers fit into their overall lives (Geisler, 2021; Krugman,
2021). In addition, there remain a number of individuals that are reluctant in returning to work
due to the inability to work from home, allowing for decreased transportation costs and increased
flexibility and comfort. In addition, though COVID-19 vaccinations are available, for some
individuals there persists a fear that the vaccination is either not completely effective or not
everyone has received the vaccine (Maurer, 2021). Due to this reluctance resulting from the
pandemic, approximately 26% of U.S. workers would ideally prefer to work remotely.
Another factor contributing to the Great Resignation is burnout experienced for those that
are in currently in working positions. Due to a high increase of individuals resigning, the
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individuals that remain in the workforce experience increased labor (Maurer, 2021). These
changes in the economy are forcing companies to reconsider wages and benefits, as well as
restructuring how they address employee wellness, particularly jobs in the service industry
(Klotz, 2021). Post-pandemic, organizations voluntarily or mandatorily allowed their employees
to work remotely, and these individuals became accustomed to the benefit of flexible work
arrangements (FWAs; Tessema et al., 2022). The trends of the Great Resignation led researchers
to conclude that regardless of being fired, laid off, or working from home, the COVID-19
pandemic has led individuals to further explore other elements of life more than ever and
readjust their professional working goals to fit accordingly. A number of individuals are refusing
to revert to pre-pandemic in-person workplace environments and are unwilling to settle for a
nine-to-five jobs accompanied with inflexible work schedules and additional commute times and
expenses (Haounji, 2020). Further, individuals are leaving their current positions in search of
better-paying ones with greater benefits and work-life balance (Gowan, 2022).

Job Search and Knowledge, Skills, and Abilities
Despite the drastic increase of voluntary unemployment, the fact remains that individuals
still require work to obtain income and research analysis found that 48% of the U.S. population
are actively job searching or seeking opportunities (Gandhi & Robison, 2021). In a national
survey, researchers reported 81% of Americans experience increased stress levels due to
uncertain economic future, and 80% experience increased stress levels related to the coronavirus
pandemic (APA, 2021). Further, researchers found that virtual and hybrid work environments
require increased knowledge, skill, and abilities (KSA), therefore requiring an increased ability
for individuals to sufficiently communicate their skills and values compared to face-to-face
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counterparts (Hopkins & Figaro, 2021).
A common tool utilized by human resource departments when filling positions is
measuring candidates by KSAs, most attained with a “description of qualifications written by a
prospective candidate to describe their knowledge, skills and abilities as they relate to an open
role” (Indeed, 2021). While KSAs can improve individuals’ chances to obtain an interview, it
can also add frustration and complexity to the application process (Nieto-Flores et al., 2018),
especially for those that struggle with both verbal and written communication of KSAs.
Researchers have demonstrated that increased job search competencies, such as interview selfefficacy, can positively relate to one’s ability to find employment when being out of work
(Furner & Grubb, 2020). However, challenges with self-efficacy to perform various job search
competencies include imposter syndrome (i.e., feelings of inadequacy and the inability to
internalize positive experiences; Furner & Grubb, 2020), decreased employment hope, and lack
of knowledge and confidence surrounding the job search process (Dahling et al., 2013).
Therefore, though many unemployed individuals are actively seeking work, there remains
challenges of reemployment related to self-efficacy and communication of KSAs.

Consequences of Unemployment
Job loss is a significant life event that impacts many areas of wellness for affected
individuals and their families (Tang et al., 2021). Primary consequences for unemployed
individuals include financial hardship, wellness and mental health challenges, and issues related
to the job search and reemployment process.
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Financial Hardship
The most direct and immediate impact of job loss is financial hardship. Financial
consequences of job loss impact all unemployed individuals to a degree however place an
additional burden for those with less education and less access to financial resources (Duffy et
al., 2016). The severity of financial burden varies per individual based on contributing factors
such as socioeconomic status, number of dependents, and length of time for experienced job loss
(Flores et al., 2019). Reductions in household income because of job loss directly affect the
unemployed individual and can place a significant strain on marriages, families, and other
significant relationships of these individuals, particularly when existing patterns of household
responsibilities for paid work are disrupted (Kenny et al., 2018).
Associated with the financial impacts of job loss for individuals are the indirect
influences, such as decreased security, credit status, and mobility (Akkermans et al., 2020;
Barrow et al., 2019). Previous researchers have demonstrated the effect of job loss outside of
financial hardship and stability from a crisis lens. Jahoda (1982) was a primary contributor to
research related to job loss and developed the Latent Deprivation Model after her work during
the economic crisis in the 1930s. Jahoda observed the differences between manifest variables and
latent variables, arguing that those that experience unemployment have both tangible and
intangible consequences (i.e., salary and mental health) that are influenced by varying internal
and external factors. Other financial consequences include loss of health insurance and other
social protections (Standing, 2014). In sum, financial strain from unemployment can increase
risks that extend past loss of financial compensation, including risks to wellness and mental
health.
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Wellness and Mental Health Impact
In general, employment is a primary source for engagement, relationship building, and a
community for social and emotional support (Duffy et al., 2016). The transition from
employment to unemployment heightens the need for social and emotional intimacy and
belonging (Flum, 2015). In addition, work provides individuals with purpose and meaning;
therefore, risks for lower life satisfaction increase for those who are unemployed (Paul & Moser,
2009; Tang et al., 2021). Further, job loss is linked to low self-esteem and can negatively impact
feedback obtained from others and self-appraisals of competence (Guindon & Smith, 2002).
Researchers have compared becoming unemployed to psychological trauma based on the
extent and nature of job loss, with long-term unemployment increasing the risk for mental health
disorders (Akkermans et al., 2020). Researchers have found associations between job loss and
increased anxiety, depression, and marital and family conflicts, with the most severe effects
being mortality risks and suicide (Eliason & Storrie, 2009; Kaufman et al., 2020). Consequently,
individuals who have difficulty searching for and maintaining employment suffer substantial
psychological distress. Research findings identify that the likelihood of finding successful
reemployment is dependent on the intensity of one’s job search behaviors, which are in turn
predicted by one’s self-efficacy regarding the job search process (Dahling et al., 2013).
Therefore, it is vital to focus efforts on identifying mental health aspects that can influence
unemployment.

Challenges with Job Search
Although reemployment can alleviate the consequences associated with unemployment,
the mere task of job searching has the risk of decreasing psychological well-being and increasing
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the burden of being unemployed (Altmann et al., 2018). Key issues of job search include: (a)
limited knowledge related to job searching tasks (Guerrero & Rothstein, 2012), (b) lowered selfefficacy in one’s ability to engage in job search (Kao et al., 2021), and (c) decreased hope
towards obtaining employment (Niles et al., 2010). Saks (2005) conducted a correlational study
to explore job search behaviors towards job search success and found that job search selfefficacy was a strong predictor for the number of job interviews (r = .55, p <.001) and job offers
(r = .27, p < .001) that individuals obtained. When predicting job search success, results
indicated that active job search intensity and job search self-efficacy predicting the number of
job interviews (R2 = .33, p < .001); job interviews (R2 = .48, p < .001) predict the number of job
offers; and job offers predict employment status (R2 = .29, p < .001) (Saks 2005). Additionally,
job seekers’ lack of intentional and purposeful job-hunting skills related to their abilities
contributes to this outcome. Therefore, researchers must explore vital constructs of job search
interventions to address these challenges.

Job Search Interventions for Job Seekers
Job search interventions assist job seekers with increasing factors that aid in making job
search behaviors effective (Truman et al., 2014). Emphasis on skill development (i.e., teaching
job search skills and improving self-presentation) and motivation enhancement (i.e., increasing
self-efficacy, helping with stress management, and promoting goal setting) are the most critical
components of job search interventions (Liu et al., 2014). However, lack of job search skills and
other critical factors can impact an individual’s motivation to endure the job search process
(Niles et al., 2010). Therefore, it is vital to explore components that job search interventions can
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provide, based on prior research: (a) job search knowledge, (b) job search self-efficacy, and (c)
employment hope.

Job Search Knowledge
Job search knowledge refers to learning concepts related to increased employability, such
as the ability to search and identify jobs, create a resume, and conduct an interview (Cmar et al.,
2021). In addition, job search clarity refers to understanding what type of job one is pursuing and
how to actively search for the targeted position (Guerrero & Rothstein, 2012). Unemployed
individuals, particularly those that suffer from long-term or chronic unemployment, often lack
job search knowledge and skill confidence, critical components for job search (Smith, 2015). In a
meta-analysis of 47 experimental and quasi-experimental studies, researchers found support that
job search interventions improved participants' overall employment outcomes and had 2.67 times
higher odds of securing employment than those who did not participate (Liu et al., 2014).
Therefore, teaching job search skills such as resume writing and interview preparation may
significantly increase job search clarity, increasing the probability of obtaining employment (Liu
et al., 2014).
Employers use resumes and cover letters to screen job applicants, both vital parts of the
hiring process because they are often the first communication between a job seeker and a
prospective employer (Burns et al., 2014). While there are relatively strong norms regarding
resume content, knowledge surrounding cover letter formats and content are relatively scarce
with a broader purpose than resumes (Waung et al., 2017). In addition to communicating skills in
written format, job seekers must have the ability to do so verbally. Video resumes, short videos
that describe applicants’ skills, qualifications, and past experiences, have become prevalent with
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posting sites due to technological advances; primary job searches are conducted in online
formats (Nguyen, 2016). Further, vocalizing one’s prior experiences can assist with skills for
interviewing.
Interviewing, the ability for a candidate to sufficiently present themselves and their prior
work experience, remains one of the most significant and preferred tools in making hiring
decisions (Smart & DiMaria, 2018). Employers believe that interviewing provides a reasonable
basis for judging applicants' skills and suitability for positions (Hirsch, 2017). To interview
effectively, individuals must learn how to address employment interviews and become proficient
at understanding and conveying their transferable skills and abilities (Miller, 2014). However,
many unemployed individuals view interviews as intimidating evaluations and are unable to
assess their interview strengths and weaknesses to better prepare for interviews (Joutras, 2011).
Researchers have found that individuals that engage in job search programs are more positive
and comfortable with interviewing and carry overall improved confidence towards their
interview skills (McMahone et al., 2013).
According to Liu et al. (2014), individuals benefit from job search interventions,
including lecturing, role modeling, and video demonstrations. Job search resources also influence
job search frequency and intensity, positively correlating to job search knowledge (Gist-Mackey,
2017). However, earlier research has found fundamental differences in access to job search
resources based on SES. Sharone (2013) conducted a comparative ethnographic study among
unemployment support programs (USOs) between blue-collar and white-collar employees and
found that working-class employees attended public job search resources where training focused
on quantity of job search versus quality. She further found that public programs promoted with
numbers rationale, reiterating the importance of increased applications, rather than a cultivating
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psychoeducation experience that provided insight to increasing job search skills (Sharone, 2013).
Therefore, this study seeks to provide a psychoeducation experience for unemployed individuals,
with the aims of increasing hope and motivation towards job search.
In conclusion, job search knowledge is an essential component contributing to increased
job search behaviors and increased opportunities for reemployment (McMahone et al., 2013). In
addition, job search knowledge is a concept that can be influenced and increased with the aid of
job search interventions (Liu et al., 2014). When individuals have increased knowledge of the
job search process, they have increased job search self-efficacy. Therefore, it is vital to explore
the impact of job search self-efficacy.

Role of Self-Efficacy
Self-efficacy is a concept relating to various career development issues and directly
relates to greater efforts to overcome career-related obstacles (Boxer & Jones, 2017). Job search
self-efficacy is related to job searching tasks items and one’s confidence in their ability to find
employment (Teye-Kwadjo, 2021). Ellis and Taylor (1983) defined job search self-efficacy as “a
measure of task-specific self-esteem akin to job search self-efficacy related to job search
behaviors and outcomes that involve job seekers’ motivation and search satisfaction” (p. 633).
Increasing job search self-efficacy tasks, such as one’s ability to accurately job search, create a
resume, and conduct an interview, can provide individuals with greater confidence, and can
therefore influence an increase in their level of activity and motivation towards completing those
tasks (Moynihan et al., 2003). Due to its influence on motivation, increasing self-efficacy is a
major focus for career interventions, particularly proving their effectiveness towards job seekers
(Liu et al., 2014). The culmination of consequences resulting from job loss often leads to clients
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seeking job search guidance and assistance when they are demoralized, with low self-efficacy
and self-esteem (Bezanson, 2004).

Employment Hope
It is essential to understand the influence of employment hope for unemployed
individuals and associating aspects that may aid the job search process. Hope is defined as a
goal-directed construct that allows individuals to assess their perceived capability to reach their
set goals (Synder, 1994). Job search challenges can affect the outlook towards future
employment, creating an additional barrier for job seekers and ultimately negatively influence
levels of hope (Niles et al., 2010). Researchers have found that hope is a central factor within job
search, with hopelessness serving as one of the primary barriers to job search efforts.
Researchers that have explored the job search interventions can increase perceived levels
of hope for job seekers, making this a malleable construct (Admundson et al., 2011). In addition,
increased hope towards employment positively influences additional personal traits, such as grit,
aiding individuals in overcoming job search challenges (Hodges et al., 2019). Researchers found
that job search supports, such as access to skills and networks to obtain employment, lead to
increased levels of employment hope using the Short Employment Hope Scale (EHS-14; Hong et
al., 2013). Due to the essential role that employment hope serves for job search, researchers must
evaluate the influence of hope within group interventions.

Group Factors
By themselves, researchers demonstrate the impact that counseling groups have on their
participants and its ability to increase hope for group members (Guth et al., 2021). Yalom and
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Leszcz (2005) developed a theoretical framework detailing 11 therapeutic group factors that
operate within all groups, including (a) installation of hope; (b) cohesion; (c) universality; (d)
altruism; (e) imparting information; (f) interpersonal learning; (g) development of socializing
techniques; (h) imitative behavior; (i) catharsis; (j) corrective reenactment of the primary family
group; and (k) existential factors. Job search interventions that take place in a group setting
increase job search self-efficacy and job search outcomes, due to the increased level of perceived
support members report (Drosos et al., 2021). Psychoeducational groups, such as job search
groups, have a clear focus, with the therapist serving as the facilitator and the group members
serving as students (Van Daele et al., 2012). Due to isolation serving as a common barrier in the
job search process, group formats ensure that participants have increased levels of perceived
support when practicing skills and tasks related to job search.

Career Self-Management Model
The Career Self-Management (CSM) model extends the social cognitive career theory
and focuses on how individuals manage critical developmental tasks, challenges, and crises,
despite their designated field (Lent & Brown, 2013). The central premise of the CSM is that an
individual’s actions (i.e., job search) connect to three core social cognitive variables: (a) selfefficacy beliefs, (b) outcome expectations, and (c) goals (e.g., regarding reemployment; Brown
& Lent, 2019). Self-efficacy and outcome expectations are directly related to actions and
indirectly related to goals (Lent & Brown, 2013). Therefore, acting towards career-related tasks
is hypothesized to increase the likelihood of favorable outcomes (i.e., engaging in a job search),
whereas failing to act results in adverse outcomes, such as remaining unemployed.
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Researchers have investigated the CSM model to evaluate its core tenets further. Lim,
Lent, and Penn (2016) conducted studies that tested the model on 243 unemployed job seekers
for job search self-efficacy, job search outcomes, and job search goals. Researchers ran a
multivariate analysis of variance to examine the predictors of job search behaviors and found
significant pathways between self-efficacy and behavior (B = .17, SE =.05, 95% CI [.09, .27];
Lim et al., 2016). In addition, researchers found that support and outcome controls were linked to
job search behavior indirectly moderated by self-efficacy (B = .05, SE = .02, 95% CI [.03, .09]; B
= .05, SE = .02, 95% CI [.03, .10]). Petruzziello and colleagues (2021) drew from the career selfmanagement model when observing interview feedback and its relationship with outcome
expectations. Interview feedback was found to have a positive relationship with outcome
expectations after participants conducted simulated interviews (B = 0.92; SE = 0.09; p < .001).
Therefore, for this study, the researcher theorizes that engagement in job search skills and
psychoeducation intervention will influence job search knowledge, job search self-efficacy, and
employment hope.

Purpose Statement
The objective of this investigation was to examine the influence of a psychoeducational
job search intervention, Project P.A.T.H. (Paving Access to Hope), on improving job search
knowledge, job search self-efficacy, and employment hope for unemployed adults. Such
knowledge can enhance reemployment outcomes by addressing critical components of job search
for job seekers. As a part of the intervention, participants engaged in a psychoeducational job
search curriculum via an 8-hour psychoeducational workshop that contains elements of job
search, including (a) networking and job search tactics, (b) building resumes and cover letters,
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and (c) elevator pitch and interview preparation. Counselors-in-training (CITs) facilitated the
intervention and consist of two deliveries, including face-to-face and online formats.
For each workshop, there were three points of observation: (a) pre-intervention (i.e.,
before the start of the workshop), (b) post-intervention (i.e., preceding the immediate end of the
workshop), and (c) 30 days post-intervention. CITs used a manualized job search curriculum as a
system for the intervention and increase treatment fidelity. The curriculum included (a)
psychoeducational skill-building surrounding core job search concepts (i.e., conduct an
interview, effectively communication their skills, confidently sell their skillsets, etc.), (b)
processing and reflection questions related to their current job search, and (c) interactive
individual and group activities to develop practical and effective job search skills.
The methodological purpose of the investigation was to examine individuals’ selfreported measures for job search knowledge (as measured by the Job Search Knowledge Scale
[JSKS; Liptak, 2004),]), job search self-efficacy (as measured by the Career Self Efficacy Scale Revised [CSES; Solberg et al., 1994),]), and employment hope (as measured by the Employment
Hope Scale [EHS; Hong & Choi, 2013)]) to analyze change over time. Additionally, the
researcher will measure participants’ baseline levels of anxiety (as measured by the Emotional
Distress - Anxiety - Short Form [PROMIS, 2012)]) and demographic data to better understand
additional factors that may influence the study.

Research Questions and Hypotheses
This investigation aimed to examine change over time for individuals that participate in a
psychoeducational intervention, assessing job search knowledge, job search self-efficacy, and
employment hope. This study aimed to measure anxiety levels pre-intervention and to measure
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job search knowledge, self-efficacy, employment hope of participants at two points in time: (a)
pre-intervention, (b) post-intervention, and (c) 30-days post-intervention. In addition, this study
aimed to measure group therapeutic factors post-intervention and employment hope 30-days post
intervention. The primary research hypothesis and the research questions are listed below.

Research Hypotheses
The research hypotheses for this study included: (a) Individuals who have been
unemployed for more extended periods will have increased levels of anxiety as measured by the
PROMIS Emotional Distress - Anxiety - Short Forms (2004); (b) Individuals who participate in
Project P.A.T.H. will have increased levels of job search knowledge ([as measured by the Job
Search Knowledge Scale (JSKS; Liptak, 2004)], job search self-efficacy [as measured by the
Career Self Efficacy Scale (CSES; Solberg et al., 1991)], and employment hope [as measured by
the Short Employment Hope Scale (EHS-14; Hong & Choi, 2014)]; and (c) Individuals who
participate in Project P.A.T.H. will have increased group therapeutic factors. This investigation
aimed to assess anxiety levels among the unemployed and analyze changes in those levels after a
job search psychoeducational group intervention, improving their job search knowledge, job
search self-efficacy, and employment hope.

Research Questions
The research questions (RQ) guiding this investigation were as follows:
RQ1: To what extent do individuals’ levels of job search knowledge, job search selfefficacy, and employment hope change due to participating in Project P.A.T.H., a
psychoeducation intervention?
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RQ2: What is the relationship between participants’ group therapeutic factors scores and
their levels of job search knowledge, job search self-efficacy, and employment hope?
RQ3: To what extent can job search knowledge, job search self-efficacy, and
employment hope be predicted by participant demographics (e.g., age, race/ethnicity,
gender, level of education) and pretest scores?

Significance of the Study
Investigating job search knowledge, job search self-efficacy, and employment hope
through the participation of a Project P.A.T.H. is additive to the career counseling literature and
provides unique significance to the counseling profession for several reasons. Several
psychological disorders, such as anxiety, depression, suicide, alcoholism, and child abuse, are
directly linked to stress caused by unemployment (Berchick et al., 2012; Liptak, 2013). The
overall significance of this study aimed to provide increased competencies for career counselors
working with clients seeking employment, as they will have a better understanding of objectives
that influence job search and client outlook on reemployment.
The concept of hope is significant in workforce development and career counseling due
to its contributions to the pursuit and attainment of meaningful work, especially for individuals
from low-income communities (Hong et al., 2013). Hence the knowledge gained from this
investigation can inform future interventions to address job search skill deficiencies, contribute
to the development of competencies of career counselors, emphasize the benefits towards client
well-being, and provide implications for career counselors working with diverse clients. Overall,
the results of this investigation will inform the practices of career counselors across a variety of
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vocational settings, and therefore promote proactive and effective strategies for those who
become unemployed.

Impact on the Counseling Profession
Researchers have significant findings on positive social support towards job search
activities, and counseling professionals can provide this support to unemployed clients. Paul and
Moser (2009) assert that counseling practices need to integrate affirmations that mental health
consequences are a natural by-product of unemployment, particularly those resulting from
involuntary job loss. Individuals that are unemployed may be trapped in a vicious cycle that can
be difficult to escape (Drosos, 2016). Job loss starts with strong negative emotions (e.g., sadness,
anger, bitterness) and are followed by inconsistent attempts to find new employment due to lack
of job search skills (Drosos et al., 2021). Further, long term unemployment leads to increased
intensity of negative emotions and motivation towards finding work become more difficult.
Understanding mental health symptoms that follow unemployment may assist mental health
professionals in normalizing these symptoms for clients, and further understand their influence
on clinical treatment goals. Generally, within the workforce, work and personal lives are treated
as separate entities, however, this portrays a false narrative that does not emphasize the
significant influence and meaning that work has on individuals’ lives (Blustein, 2005).
Contemporary counseling practices tend to neglect of the role of race, ethnicity,
socioeconomic status, and other devalued identities in the search for stable employment.
However, by ignoring these identifying factors of the client, counselors may unintentionally
minimize the importance of work for their clients and therefore do not to attend to the role of
sociopolitical factors to well-being (Blustein et al., 2012). Understanding how sociocultural
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influences effect unemployed clients’ and their perception of employment hope, allows mental
health counselors to empower clients and seek change within systems that keep marginalized
clients in disempowered positions (Blustein, 2005).
This study has specific implications for career counselors. When working with
individuals that are unemployed, career counselors work to increase motivation for clients to
believe their employment status can lead to the desired change (Drosos et al., 2021). Within a
safe environment, clients have the ability to reflect on their lives so career counselors may better
understand their perspective and experiences from multiple area (i.e., social, economic, cultural,
labor). By using narrative and constructivist approaches, this allows the career counselors to
assist clients in examining meaning connected to their previous work, and to reconstruct the
course of their career goals. In sessions, career counselors may focus on (a) developing client
self-esteem and self-efficacy, (b) challenge dysfunctional thoughts of clients related to job
search, (c) developing self-knowledge of information regarding career, (d) helping the client
learn job-search techniques, self-presentation skills, and develop a social network and (e)
developing an action plan and supporting the client throughout (Savickas, 2015).
Finally, scholars and practitioners advocate for the integration of career counseling and
mental health treatments (Blustein, 2010). This allows a blend of (a) focusing on the mental
health symptoms of the client and (b) focusing on practical job search strategies for
reemployment. The integration of mental health treatment helps to address clients’ emotional
state and enhance clients’ support systems and resilience in the face of unemployment hardships
(Blustein, 2012). Further, should unemployed clients become reemployed, counselors should
address the reality that new work may not be intrinsically meaningful or fulfilling and consider
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setting goals related to client purpose. Therefore, findings for this study provide implications to
both career practitioners and mental health professionals.

Methods
The following sections outline the research design, population and sampling, recruitment,
procedures, data collection and instrumentation, and the data analysis that the researcher utilized
for this study. Before data analysis, the study was approved by the university’s institutional
review board. The researcher utilized these study methods to measure change over time for job
search knowledge, self-efficacy, employment hope, and group therapeutic factors among
unemployed individuals.

Research Design
The researcher conducted a multigroup, quasi-experimental design study, including
collecting data for each participant pre-and post-intervention. The researcher selected a quasiexperimental design study because it is best utilized to assess change over time using a beforeafter comparison, without requiring a control group (Bernal et al., 2018). Though one of the
limitations of quasi-experimental design is the inability to detect other contributing factors that
may affect participants, the multigroup format of this design is beneficial to account for
underlying trends and minimize potential threats to internal validity (Soumerai et al., 2015).
Participants that engaged in the intervention were presented the curriculum in the form of
a three-module workshop, including (a) Module 1: Networking and Job Search Tactics, (b)
Module 2: Resumes and Cover Letters, and (c) Module 3: Elevator Pitches and Interviewing. The
intervention will consist of both in-person and virtual formats, based on participant availability,
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each facilitated by counselors-in-training (CITs). Participants were tested three times during the
intervention: (a) pre-intervention (i.e., prior to the start of the workshop), (b) post-intervention
(i.e., preceding the end of the workshop) and (c) 30-days post-intervention.

Population and Sampling
Unemployed individuals seeking employment in the United States were the population of
interest. The researcher incorporated convenience sampling, a nonrandom sampling method that
aims at individuals of a targeted population who fit practical criteria standards (Etikan et al.,
2015). The researcher utilized convenience sampling due to their accessibility to the population
at Christian Help Foundation Inc., a non-profit organization in Central Florida. The researcher
also utilized additional methods of recruitment to increase sampling including additional partners
of Christian Help Foundation Inc. and word of mouth. Inclusion criteria for participation in the
study included: (a) at least 18 years old, (b) involuntarily unemployed (i.e., fired, furloughed,
etc.) (c) currently unemployed, and (d) ability to speak and read English.

Sample Size
Before data collection, the researcher determined a sample size to reflect the intended
population generalization accurately and achieve appropriate statistical power (Kline, 2016). The
researcher developed a minimum sample size based on prior research and statistical calculators
to conduct preliminary power analysis. Similar studies that provided skill development for job
search interventions among individuals seeking employment ranged in sample sizes from 26 to
92, with each experiencing participant attrition (Cmar et al., 2021; Middleton, 2018).
Researchers also recognize that sample characteristics and location, availability of intervention

22

resources, and needs of unemployed individuals may influence sample number (Wanberg et al.,
2010).
Using the statistical software G*Power, the researcher calculated a priori analysis. Given
the parameters of a moderate effect size .20, power of 80%, two observations (pre-and-posttest),
and three dependent variables, the researcher required a sample of 28 participants for this
intervention. The proposed sample also included a moderate correlation among the dependent
variables (r = .70). However, the researcher must also account for attrition based on the
population served and similar studies conducted (Gainor, 2006). Based on prior research,
calculated power, and consideration of potential attrition, the researcher aimed to recruit a
minimum of 50 participants to participate in the intervention. In addition, the researcher also
accounted for the constraints of finances, time, and the number of trainers.

Recruitment Procedures
The population of interest are individuals that are unemployed and seeking employment.
The target sample will be those that meet the inclusion criteria and are willing to participate in
the study. To achieve the predetermined sample size, the researcher recruited from Christian
Help and HOPE Center, two local non-profit programs located in the southeastern U.S. All
incoming individuals for Christian Help and HOPE Center services were screened via phone as a
part of their existing onboarding process; individuals who met the study’s criteria had the
opportunity to participate in ongoing scheduled workshops.
Christian Help was the primary organizations from which the researcher recruited
participants for this study. However, various additional avenues of outreach for qualified
participants were incorporated based on partnership affiliations and networks, including but not
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limited to the Central Florida Employment Council (CFEC) resource center, Career OneSource,
Goodwill, and word of mouth. In addition, the researcher created flyers and brochures to be
placed within Christian Help Foundation Inc. and other organizations. Electronic flyers were sent
via listservs that included associating registrants of these organizations including the Florida
Career Development Association (FCDA), the College of Community Innovation & Education
(CCIE) Graduate Affairs, and the University of Central Florida events calendar.

Research Setting
The researcher conducted the in-person formats of the study at two of Christian Help’s
partnered locations located in the central Florida area, which were approved by the Institutional
Review Board (IRB). Workshops took place in designated conference rooms, with access to a
projector, tables, and space to accommodate approximately 10 participants, a facilitator, and an
observer. Christian Help is a local, non-profit, faith-based organization that offers employment
coaching and job search assistance to those looking for employment.

Data Collection and Procedures
The researcher sent an email with information regarding the study to individuals already
affiliated with the organizations listed for recruitment in participating in the study and informed
consent and initial assessments before their first workshop. Upon completing the informed
consent and initial assessments, the researcher will send reminder emails to registered
participants a week before the start of their workshop.
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Project P.A.T.H. Curriculum
Project P.A.T.H., a job search psychoeducational group intervention, is an interactive
curriculum devised of consecutive modules, including planned objectives, coordinating
PowerPoints, group and individual activities, and guided handouts. Each module began with an
introduction to the module's topic and, when applicable, a review of the previous module.
Activities included identifying transferable skills, practicing an elevator pitch, and conducting
mock interviews. The researcher utilized a manual job search curriculum to create a system for
the intervention and increase treatment fidelity. Project P.A.T.H’s curriculum was primarily
derived from Christian Help’s Employment Management Team and designed to address critical
factors and challenges related to job search. The researcher also revised the curriculum to include
updated information such as virtual interviewing and networking.
For each workshop, the first module will focus on introductions, explaining the goals of
the intervention and the study, and core concepts of networking and job search tactics. In
addition, the researcher will review the informed consent and collect the pre-intervention
assessments from any participants that have not fully completed them. The second module
focused on briefly reviewing the first module and introducing building resumes and cover letters.
The third module reviewed the second module and introduce elevator pitch and interviewing.
The third module will focus on reviewing the second module and introduction to elevator pitch
and interviewing.
The researcher recruited group facilitators via mass email sent to graduate students
enrolled in UCF’s Counselor Education program. The facilitators completed six-hours of
curriculum training and complete a final assessment demonstrating their abilities to facilitate the
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intervention workshops adequately. The researcher utilized an intervention manual for this study
to promote consistency in implementing the intervention and improve treatment fidelity.

Experiential Learning Theory
For this investigation, the researcher based the job search intervention on Experiential
Learning Theory (ELT; Kolb, 1984). Core foundational tenets include: (a) learning is a holistic
process of adaptation, (b) learning results from transactions between an individual and the
environment, and (c) learning is the process of creating knowledge (Kolb & Kolb, 2009).
According to Kolb (1984), learning is a process created through experience and portrayed as an
idealized learning cycle consisting of (a) concrete experiences, (b) reflection, (c) abstract
conceptualization, and (d) acting.
The researcher incorporated tenets of ELT within the workshop by including (a)
individual activities that require participants to pull from past job search experiences (concrete
experience), (b) instructional informational sessions (abstract conceptualizations), (c) group
reflection questions (reflection), and (d) group activities to practicing learned skills (acting).
Similar researchers have utilized experiential learning theory as the foundation of job search
training approaches such as demonstrating real-life examples of tasks (i.e., practical skills for
interviewing, networking, and creating a resume) and having participants practice and apply
learned concepts within the intervention (Hulshof et al., 2020; Middleton, 2018).

Instruments
The following instruments will measure the constructs assessed in this study: (a)
Demographic Questionnaire, (b) PROMIS Emotional Distress – Anxiety – Short Form (2004),
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(c) Job Search Knowledge Scale (JSKS; Liptak), (d) Career Self Efficacy Scale (CSES; Solberg,
1994), (e) Short Employment Hope Scale (EHS-14; Hong, 2009), and (f) the Therapeutic Factor
Inventory Short Form (TFI-S; Joyce et al., 2011). Construct reliability and scale psychometric
properties for each will be provided.

Demographic Questionnaire
The researcher designed the general demographic questionnaire to collect relevant data
from the participants for the proposed study. The current demographic questionnaire will consist
of nine items. Relevant items include the following: (a) age, (b) gender identity, (c) identified
ethnicity, (d) level of education, (e) relationship status, (f) number of dependents, (g)
unemployment status, (h) former level of income, and (i) military status (see Appendix D).

PROMIS Emotional Distress – Anxiety – Short Form
The PROMIS Emotional Distress – Anxiety – Short Form (2004) is a 7-item scale that
measures reported fear, anxiety, hyperarousal, and somatic symptoms related to arousal
(PROMIS, 2019). The instrument includes a 5-point Likert scale for each item ranging from “1 =
never” to “5 = always” based on their self-evaluation of experiencing the statement. Overall, the
total scale items demonstrated a strong internal consistency when measured at three points in
time: baseline (α = .96), 4-month assessment (α = .95), and 9-month assessment (α = .95;
Wilford et al., 2018).
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Job Search Knowledge Scale (JSKS)
The JSKS is a self-administered 60-item scale that measures the level of knowledge with
a specific focus on the job search process. Within the JSKS there are five subscales, with 12
items per subscale: (a) Identifying Leads with an internal consistency of α = .75, (b) Direct
Application to Employers with an internal consistency of α = .82, (c) Resumes and Cover Letters
with an internal consistency α = .90, (d) Employment Interviews with an internal consistency α =
.84, and (e) Following Up with an internal consistency α = .91 (Liptak, 2013). Each item is
dichotomous, and subscales range from 0-12 total points (one point per item). A score range of
0-3 represents little knowledge; 4-8 represents some knowledge; 9-12 represents a great deal of
knowledge (Liptak, 2004).

Career Self Efficacy Scale (CSES)
The CSES measures the degree to which an individual feels confident in completing
formal job search tasks (Solsberg et al., 1991). Utilized as a self-report assessment, the CSES
incorporates a 10-point rating scale, with each item rating from “0 (very little)” to “9 (very
much). Within the CSES there are four subscales: (a) Job Search Self Efficacy (14 items; α =
.95), (b) Interviewing Self Efficacy (9 items; α = .91), (c) Networking Self Efficacy (7 items; α =
.92), and (d) Personal Exploration Efficacy (5 items; α = .87). The overall internal reliability was
measured, resulting in strong reliability (α = .97).

Short Employment Hope Scale (EHS-14)
The EHS-14 is a 14-item survey that measures psychological self-sufficiency for lowincome job seekers (Hong, 2009). Within the EHS-14 there are four dimensions: (a)
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psychological empowerment (4 items; α = .903), (b) futuristic self-motivation (2 items; α =
.648), (c) utilization of skills (4 items; α = .931) and resources, and (d) goal orientation (4 items;
α = .863; Hong et al., 2012). For each EHS-14 item, participants can select from “0 = strongly
disagree” to “10 = strongly agree” based on their own self-evaluation of experiencing the
statement.

Therapeutic Factors Inventory (TFI-S)
The Therapeutic Factors Inventory-Short Form (TFI-S) is a 19-item, self-report
instrument that measures therapeutic factors (TF) within groups (Joyce et al., 2011). The TFI-S
is designed to assess the presence of higher-order group TF factors in four subscales, including
(a) installation of hope, (b) secure emotional expression, (c) awareness of relational impact, and
(d) social learning (Canby et al., 2021; Joyce et al., 2011). There is a seven-point Likert scale
ranging from “strongly disagree” to “strongly agree” for each item Likert.” The TFI-S has a
minimum score of 19 and a maximum score of 133. Researchers found sound internal
consistency reliability for each of the subfactors including Instillation of Hope (r = .90), Secure
Emotional Expression (r = .85), Awareness of Interpersonal Impact (r = .79), and Social
Learning (r = .66; Ali & Lambie, 2019). Further, researchers identified a statistically significant
correlation between TF and their outcome variables [F (24, 57.03) = 2.15, p < .01]

Data Analysis
The researcher used the IBM Statistical Package for Social Sciences (SPSS) Version 25
software package to analyze whether psychoeducational group intervention (i.e., treatment
condition) influences the three dependent variables (i.e., job search knowledge, self-efficacy, and
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hope total scores) over time. The researcher analyzed the data using a dependent t-test and a
multiple regression. Dependent t-tests allow researchers to examine if there are any statistical
differences from pretest to post-test (Pallant, 2016). However, one of the downfalls of t-tests is
the inability to measure the influence of confounding variables or to control for variables that
may potentially influence the outcomes (Lomax & Hahs-Vaughn, 2012). Multiple regressions
allow researchers to examine relationships among multiple independent variables and evaluate
the influence of models towards specific outcomes (Pallant, 2016). Additional descriptive data
include baseline anxiety levels and data from the demographic questionnaires include age,
ethnicity, identified gender, identified level of SES, prior income level, and primary
employment.
Before data analysis, the researcher cleaned the data, checking for missing or incomplete
data and outliers. In addition, the researcher checked for dependent t-test assumptions, including
(a) level of measurement, (b) independence, (c) normality of distribution, and (d) absence of
outliers (Hahs-Vaughn & Lomax, 2020). One of the most critical aspects of interventions is the
threat to validity concerning sample attrition. Both measurement attrition and participant attrition
can impact the validity of the study. To prevent these threats, the researcher implemented
incentives to increase the chances for participants to remain in the study (Dillman et al., 2014).
There are conflicting perspectives towards monetary incentives. Some researchers believe it can
increase participation, while others believe it may negatively influence participants' decisions
towards the study. Despite differing views, given the unemployment status of participants, the
researcher felt it best to provide $50 gift card incentives to participants and lunch for each inperson intervention.

30

Study Funding
The researcher applied for and received funding to support the current investigation
through the Southern Association for Counselor Education and Supervision (SACES) Research
Grant ($500.00). The awards funded participant incentives including lunch and light
refreshments during workshops and gift card incentives.

Ethical Considerations
Ethical considerations for the study were implemented to ensure the utmost legal,
institutional, and ethical standards. The researcher issued the following safeguards:
1. Anonymity and confidentiality of participant information and data collected.
2. All study materials, including the job search psychoeducation intervention curriculum,
informed consent, and assessments, were approved by the university institutional review
board (IRB), dissertation co-chairs, and committee members before implementing the
intervention. The researcher provided a copy of the informed consent in Appendix B.
3. The researcher fully informed participants of their rights (i.e., involvement in the study),
including the ability to withdraw from this study without penalty.
4. The researcher informed participants of their rights, i.e., the voluntary nature of the
intervention and their ability to leave the study at any time.
5. Partial incentives were provided for those unable to complete the study in its entirety, to
ensure they did not feel pressured to complete the study fully if they want to withdraw.
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Limitations
This study had several limitations, and the researcher implemented efforts to mitigate
threats to external and internal validity. Primarily, the study relies on the participants' selfreporting, impacting the results as self-report measures are not entirely reliable due to bias
(Dillman et al., 2014). Second, due to different facilitators and researchers conducting the
intervention and possible rapport acquired throughout the investigation, there is the potential for
response bias to occur among participants. Hence, the researcher developed an intervention
checklist to ensure that each facilitator provides the necessary curriculum in the same format
each time. Third, the proposed study lacks a control group compared to the experimental groups
(Bernal et al., 2018). However, the researcher has decided to forgo a control group to not turn
away individuals in need, given the severity of consequences that are associated with
unemployment. Lastly, the intervention occurred at the Christian Help Foundation Inc. partnered
locations in the Central Florida area. Christian Help Foundation Inc. primarily served as the
sampling population, potentially limiting other individuals that meet the criteria and, therefore,
limiting the extent of generalizability.

Chapter One Summary
Chapter one contained this study’s investigation change for job search knowledge, job
search self-efficacy, and employment hope in participants that attend a psychoeducational job
search intervention. In this chapter, the researcher introduced the constructs of this proposed
research investigation, the statement of the problem, theoretical foundation, purpose, hypothesis
and research questions, and significance. In addition, the researcher presented the methods of the
proposed investigation, including the research design, population and sampling, data collection
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procedures, instrumentation, and data analysis plan. A dependent t-test is ideal when measuring
multiple dependent variables over time from multiple observations. Lastly, the chapter
introduced ethical considerations and studied limitations for the current investigation.

Operational Definitions
This investigation proposes incorporating a psychoeducational job search intervention
measuring the following constructs among unemployed individuals: levels of anxiety, job search
knowledge, job search self-efficacy, and employment hope as they relate to unemployed
individuals.

Unemployment: Unemployment refers to a state or status of employment that may or may not
result from job loss or another significant event (Brand, 2018). Job loss is a discrete event not
necessarily preceded by an unemployment status.

Job Search Intervention: Job search interventions, defined as interventions that assist job seekers
with increasing job-search knowledge and self-efficacy, serve as an important predictor of job
search behavior. Job search interventions may contain several agents that assist with job search;
job search theory suggests that these interventions can provide instruction and support to
improve labor market outcomes during three critical steps: (a) identifying jobs openings, (b)
converting job openings to job offers, and (c) decision making towards accepting offers or
continuing the search (Truman et al., 2014).
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Job Search Knowledge: Job search knowledge, defined as behaviors and cognitions considered
malleable, can be trained and improved, and serve as a primary factor in determining selfefficacy and job outcomes (Guerrero & Rothstein, 2012). Job search knowledge is a primary
contributor influencing individuals’ ability to obtain reemployment (Briscese et al., 2020;
Lombardi et al., 2018).

Job Search Self-Efficacy: Job search self-efficacy is defined as a mechanism that emphasizes an
individual’s perceived ability of job searching tasks and behaviors that influence the degree of
job search motivation and search satisfaction (Ellis & Taylor, 1983).

Employment Hope: Employment hope is defined as goal-directed thinking, where individuals
gauge their perceived ability to accomplish goals, specifically related to obtaining reemployment
(Hodges et al., 2019; Snyder 2004). Employment hope is assessed by how individuals engage in
job search behaviors and become influenced by increased job search self-efficacy.

Group Therapeutic Factors: Group therapeutic factors (TF) are defined as dynamics that group
members experience within a group setting. Group TF are assessed by perceived levels of
support members experienced within groups including (a) installation of hope; (b) cohesion; (c)
universality; (d) altruism; (e) imparting information; (f) interpersonal learning; (g) development
of socializing techniques; (h) imitative behavior; (i) catharsis; (j) corrective reenactment of the
primary family group; and (k) existential factors.
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CHAPTER TWO: LITERATURE REVIEW

In this chapter, the researcher reviews the following major areas of theory and research of
unemployment as it relates to (a) job loss; (b) social-economic status; (c) culture; (d) mental
health influences; and (e) issues within family dynamics. First, the chapter begins with
explaining the types of unemployment and issues related to unemployed individuals, experiences
and effects of associated financial strain, and specific influences for anxiety and depression.
Next, the theoretical framework, the Career Self-Management (CSM; Lent & Brown, 2013)
model, is reviewed. Then, an overview of the primary constructs: job search knowledge, job
search self-efficacy, and employment hope is provided. Finally, the chapter concludes
summarizing the relationships between the constructs to substantiate the purpose of the proposed
investigation.

Unemployment and Job Loss
Unemployment and job loss are often used interchangeably in relation to one another,
however, there are specific distinctions. Unemployment refers to a state or status of employment.
In contrast, job loss refers to a discrete event not always preceded by an unemployment status
(Brand, 2018). Job loss is an involuntary and disruptive life event, with a high potential of an
individual becoming unemployed and experiencing increased risks such as (a) declines in
psychological and physical well-being, (b) loss of psychosocial assets, (c) family disruption, and
(d) social withdrawal (Thompson et al., 2016). Due to its significant impact on individuals, it is
important to understand different forms of unemployment that may proceed job loss and the
challenges individuals experience with job search for reemployment.
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Types of Unemployment
When reviewing unemployment from a national economic perspective, there are three
main types: (a) structural unemployment, (b) cyclical unemployment, and (c) frictional
unemployment (O’Connell, 2018). Structural unemployment refers to individuals whose skills
have aged or no longer meet the demands made by an employer (Aysun et al., 2014). An
example of structural unemployment would be individuals with manufacturing skills who have
systematically become replaced by electronic machines. As a result, the demand for line
operators would decrease, and the need for technology specialists and sales professionals may
increase. Researchers have demonstrated mixed reviews regarding technological innovations that
impact the workforce. However, researchers have observed the most negative impact among
blue-collar workers and those with less education (Smith & Anderson, 2017).
Cyclical unemployment, perhaps the most common form, refers to the cycle of the
economy and its direct effect on workforce development (O’Connell, 2018). When the economy
goes upward, unemployment decreases, and companies hire more employees. However, when
there is a downward economy trend, unemployment spikes up and companies increasingly let go
of employees. Cyclical unemployment is most common among low-skilled and younger workers
(Mueller, 2017). Lastly, frictional unemployment involves short-term factors that impact the
national unemployment rate and relates to career professionals that drift between jobs for several
reasons, including individuals that leave their job in hopes for a better one, college graduates
who transition to the workforce, and individuals that move from state to state looking for a new
job.
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Due to the nature of the economy, there is always a level of frictional unemployment and
therefore the non-accelerating inflation rate of unemployment (NAIRU) measures a theoretical
rate of unemployment based on employment trends. This rate is typically around 5% (Adam &
Coe, 1990). Whenever unemployment reaches over 6%, the government initiates steps to create
employment opportunities. Over the years, the U.S. workforce has been impacted by many
periods of cyclical unemployment, with the most recent resulting from the outbreak of COVID19 (Parker et al., 2021; Rugaber, 2020). Prior to COVID-19, the U.S. faced unemployment
challenges related to the Great Depression in the 1920s and the Great Recession in 2007. Due to
the reoccurrence of cyclical unemployment, it is vital to explore its influence on socioeconomic
status, culture, and mental health well-being.

Unemployment and Impact of Socioeconomic Status
Employment provides individuals with economic and social privileges, including access
to credit, status, and mobility (Barrow et al., 2019). Socioeconomic status (SES) encompasses
many concepts, including income, educational attainment, financial security, and perspectives of
social status and social class (American Psychological Association, 2012). Regarding
unemployment, individuals identifying with lower SES correlate with lower educational
achievement, higher poverty, and higher psychosocial stressors. According to the Psychology of
Working Theory (PWT; Blustein et al., 2005), individuals belonging to lower SES are often
ignored or forgotten when analyzing work-related issues. However, there is increasing concern
that unemployment crises have disproportionately impacted individuals with a lower SES status
(Laurencin & McClinton, 2020). For instance, according to the U.S Bureau of Labor Statistics
(2021), current unemployment rates are significantly higher for individuals with a high school
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diploma than individuals with a minimum bachelor’s degree (U.S. Bureau of Labor Statistics,
2021).
Socioeconomic factors related to unemployment can influence individuals differently
based on varying levels of SES (i.e., salary amount, level of education, etc.). Understanding how
socioeconomic factors influence unemployment is vital due to the disproportionate effects of
suicide and depression among unemployed individuals with lower educational attainment and
lower incomes (Lorant et al., 2003). Kaufman and colleagues (2020) conducted a natural
experiment study using difference-in-differences (DD) models to estimate predicted suicide
counts according to minimum wage scenarios and state-level unemployment rates. To
investigate, researchers used data from state-specific monthly minimum wage and
unemployment rates (Bureau of Labor Statistics Local Area Unemployment Statistics, 2018) and
monthly suicide for all 50 U.S. states for 1990-2015 (National Vital Statistics System, 2017).
Observations from the data included adults ages 18 to 64 years, with 399,206 suicides among
those with less than a high school diploma and 140,176 suicides among those with a college
degree or higher.
Results indicated that for individuals with a high school education or less, for every $1
increase in the state-level minimum wage, there was a decrease in the suicide rate by 6%
(Kaufman et al., 2020). However, researchers observed no effect among individuals with a
college degree or more. This finding suggests that minimum wage increases may reduce
disparities in mental health and mortality between socioeconomic groups. Researchers also
observed that when unemployment is high (> 6.5%), higher minimum wages are associated with
lower suicide rates.
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The highest suicide rates occurred when the state minimum wage was no higher than the
federal minimum wage and unemployment were high (Kaufman et al., 2020). In addition,
researchers found that the lowest suicide rates occurred when state minimum wage rates were
more than $1.75 above the federal minimum wage and unemployment was less than 7%.
Kaufman and colleagues (2020) elaborate that their findings could be associated with a
combination of increased demand for workers and the contributions of other aids, such as
unemployment insurance. Limitations of this study include (a) inability to take other internal or
external factors that may have contributed to suicide rates, (b) inability to make causality
inferences, and (c) minimal demographic characteristics of observations (i.e., race/ethnicity,
specific age groups, category of occupation, etc.). However, findings from this study
demonstrate the risk of suicide that is associated with unemployment relating to levels of income
and educational attainment. In addition, the association between national economic patterns and
the rate of suicide indicates there is a more significant association for the risk of suicide when
unemployment rates are higher.
Researchers have demonstrated that lower SES is associated with job loss and mental
health (Laurencin & McClinton, 2020). Berchick and colleagues (2012) explored the relationship
among depressive symptoms following involuntary job loss based on varying measures of SES.
Researchers explored education, income, occupational prestige, and home ownership. Using the
Americans’ Changing Lives (ACL) data, researchers observed participant responses from a
longitudinal cohort of adults older than 25 years of age (N = 1,510). To measure depressive
symptoms, researchers used the Center for Epidemiological Studies Depression Scale (CES-D).
When analyzing SES, the researchers looked at separate indicators rather than a composite index
(i.e., income, education attainment, occupational status, and home ownership). Researchers
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measured income based on dichotomous measures, over or under $50,000, and measured
occupation status based on prestige scores by Siegal (1971), who constructed a scale based on
census occupation and industry codes.
To estimate the relationship between job loss, SES, and depressive symptoms,
researchers estimated two regression models based on prior literature and generalizing estimated
equations: (a) Model 1 measured the overall relationship between all variables, and (b) Model 2
measured interaction terms between job loss and each of the SES components. Researchers
controlled for effects of age, ethnicity, sex, marital status, years married, and the number of
dependents. Results indicated that of the SES indicators, educational attainment (R2 = -0.017, p <
.05) and income (R2 = - 0.077, p < .05) were significantly associated with depression scores, and
that those from more advantaged characteristics (i.e., higher education and higher income) had
lower depressive symptoms following job loss (Berchick et al., 2012). In addition, there was
about an eight percent standard deviation decrease in depressive symptoms for every year of
schooling after high school (R2 = -0.074, p < .05). Limitations of this study include (a) the
inability to make causal claims based on the research design, (b) the gap in the time frame
between job loss and depressive symptoms (i.e., anywhere between several days to several
years), and (c) the lack of examination regarding cultural differences. However, the results of
this study demonstrate that job loss is associated with higher levels of depression. The risks of
depression are greater for those with lower SES and minimal education backgrounds.
In conclusion, research has indicated that the consequences of unemployment are
exacerbated for individuals and communities with lower SES (Kaufman et al., 2020).
Researchers have conducted studies that analyze the correlation between lower SES populations
among various aspects (i.e., level of income, educational background; Singh & Siahpush, 2016).
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Moreover, mortality and suicidality can be predicted by an individual’s unemployment status.
These findings highlight the need to focus on efforts and interventions to help unemployed
individuals find employment opportunities. In addition to SES, culture also directly influences
the impact of unemployment. Therefore, in the next section, unemployment and cultural impact
are explored.

Unemployment and Cultural Impact
Culture is defined as a complex entity that encompasses knowledge, beliefs, art, morals,
and customs (Grosso & Smith, 2009), including collectivistic thought processes that aid in
distinguishing members of differing groups (Geert Hofsteded, 2001). To better understand the
impact of culture on unemployment, Grosso and Smith (2012) investigated the relationship
between cultural and labor market flexibility and unemployment rates from 34 countries.
Researchers collected and observed unemployment [collected from the International Labour
Organization (ILO; 2010); Eurostat (2010); and the CIA World Factbook (2010)] and cultural
data [collected from the Hofstede report (2001)]. Researchers looked at three dimensions of
culture: power distance index (PDI), individualism (IDV), and uncertainty avoidance (UAI). PDI
refers to the level of inequality between individuals and society. Low rankings of PDI indicate
that society encourages equal opportunity and discourages growth in differences. IDV refers to
the degree to a society focuses on individualist rights in comparison to collectivism. High
rankings of IDV indicate that society focuses on the rights of individuals and lose relationships
among people. Variable UI refers to the degree that individuals of culture can tolerate ambiguity
and uncertainty. Researchers hypothesized that there would be increased relationships between
PDI and unemployment rates and UAI and unemployment rates. Some of the countries in the
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study included the United States, Germany, Portugal, Argentina, Norway, and the United
Kingdom.
Researchers conducted a regression to understand the relationship between dynamics of
culture and unemployment (Grosso & Smith, 2012). Results demonstrated that cultural
influences do have an impact on the rate of unemployment relating to PDI (R² = .73, p < .01),
IDV (R² = -.49, p < .01), and UAI (R² = .73, p < .01). As ratings for PDI levels increase and
equal opportunities are less emphasized, unemployment rates positively correlate and increase.
In countries where IDV rankings were higher, unemployment rates negatively correlate and
decrease. Hence, the findings show additional demographic factors that may indirectly affect
unemployment rates and individuals apart from various cultural groups. Limitations of the study
include: (a) the inability to understand the causality of whether cultural aspects lead to
unemployment or vice versa, (b) inability to understand specific SES factors related to countries
that were observed, and (c) inability to consider covariate factors that may have an indirect effect
on countries, such as employment policies. However, the results of this study indicate that
culture influences unemployment rates, particularly concerning societal values for inequality,
individualism, and job uncertainty.
Pew Research Center analyses found several connections between the U.S.
unemployment rates and disparities among varying individuals of diverse backgrounds. A recent
study looked at the unemployment rise resulting from the COVID-19 pandemic (Bennett, 2021).
The researcher analyzed data from the Current Population Survey (CPS) and the Bureau of Labor
Statistics (BLS), both official government sources, for monthly unemployment estimates.
Bennett (2021) specifically observed groups of workers who struggled the most to find
employment during the current recession. The researcher observed demographic unemployment
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trends related to race/ethnicity, gender, and educational background among the collected data.
The researcher classified unemployment as those looking for a job for more than six months.
Results from the analysis indicated rates of unemployment at the end of 2020 were higher
for Asian Americans (46%) and Black Americans (38%) in comparison to White Americans
(35%). Bennett (2021) found that there were gender gaps among Black, Hispanic, and Asian
unemployed workers, including 40% of Black men compared to 36% for Black women; 48% for
Asian men compared to 43% Asian women; and 38% Hispanic women compared to 32%
Hispanic men. Limitations of this analysis include the inability to obtain more context relating to
the reasoning for unemployment gaps and the potential underrepresentation of gaps based on
estimated data. However, the researcher demonstrates that unemployment rates are higher for
individuals of diverse racial backgrounds than White Americans and the observed divide within
the U.S. extended following the global pandemic regarding gender and race.
In conclusion, culture serves as an external indicator, providing information on
populations at greater risk for unemployment. Cultures with a higher value of individualism and
inequality are positively correlated with higher unemployment rates and statistically impacts
lower SES (Grosso & Smith, 2012). Further, subcultures in the U.S. impact the degree of
unemployment for specific individuals based on cultural identity (Bennett, 2021). Due to the
increased risk of unemployment impacted by culture, one must understand the extent of
challenges that accompany unemployment. Therefore, unemployment and mental health
influences are explored in the next section.
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Unemployment and Mental Health Influences
Researchers have explored the impact of mental health associated with unemployment
and job loss (Brand, 2015). Noted as one of the most stressful life events, job loss can disrupt
social roles, reduce self-esteem, and induce feelings of guilt (Audhoe et al., 2010). Previous
research supports the connection between unemployment status and mental health risks,
including short- and long-term effects (Blustein et al., 2020; Gowan, 2014; Tang et al., 2021). In
the following sections, literature reviewing the effect of unemployment regarding anxiety and
depression, financial strain, and family are explored.

Unemployment and the Influence on Anxiety and Depression
Lee and colleagues (2019) conducted a longitudinal study to examine if unemployment in
young adulthood is associated with later mental health disorders and investigated whether
childhood neighborhood characteristics influenced these associations. Data collection of
participants began in 1985 when participants were in elementary school, and researchers
conducted annual assessments throughout participants’ childhoods and adolescent years.
Researchers measured mental health disorders based on self-report [i.e., major depressive
symptoms, generalized anxiety symptoms, and social phobias; as measured by the Diagnostic
Interview Schedule (Robins et al., 1981)], duration of unemployment from ages 21-23 [as
measured by the Life-History Calendar (Axin et al., 1999)], perceived neighborhood
disorganization from ages 10-18 [as measured by a 26-item assessment developed by the
researchers (Lee et al., 2019)], and perceived positive neighborhoods from ages 10-18 [as
measured by a 19-item assessment developed by the researchers (Lee et al., 2019].
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Researchers also measured covariates for childhood behavioral and mental health
problems [as measured by the Child Behavior Checklist (CBCL; Achenbach, 1991)]. The study
began with invited fifth graders from 18 elementary schools in Seattle (N = 1,053). It ended with
677 participants at age 39 due to panel retention. Primary participant demographics included
gender (male = 51%, n = 808), educational attainment (high school diploma = 81%, n = 765),
and race (White = 47%, n = 808).
Researchers conducted an ordinal logistic regression (OR) as their primary modeling
strategy to examine correlations among the dependent variables (Lee et al., 2019). Of the
participants, 11% met the diagnosis for major depressive disorder (MDD), 9.5% met generalized
anxiety disorder (GAD), and 10% met the diagnosis for social phobia. Results demonstrated that
for each year a participant was unemployed, the odds of having a diagnosis of GAD increased by
19%, and the odds of MDD increased by 33%. The associations of unemployment with MDD
[OR = 1.33, p < .05, C.I. = (1.22, 1.46)] and GAD [OR = 1.19, p < .05, C.I. = (1.08, 1.31)] were
statistically significant. Some of the limitations of this study include: (a) the study relied on selfreport data for all measurements, (b) mental health outcomes focused on disorders rather than
symptoms based on a former version of the Diagnostic Statistical Manual of Mental Disorders
(DSM-IV; American Psychiatric Association, 1994), and (c) limited information on details
related to participant demographics. However, this study demonstrates that unemployment can
elevate mental health disorders, particularly those with anxiety and depression.
Howe and colleagues (2012) investigated variations in depression and anxiety symptom
severity and change over time for individuals that recently experienced involuntary
unemployment. Researchers measured depression symptoms [as measured by the Center for
Epidemiological Study Depression Scale (CES-D; Radloff, 1977)], chronic worry symptoms [as

45

measured by the Penn State Worry Scale (Meyer et al., 1990)], social anxiety symptoms [as
measured by the Brief Social Phobia Scale (BSPS; Davidson et al., 1997)], and financial status
and demographics (measured by a questionnaire developed by the researchers). Participants
completed five interviews over seven months following the loss of employment (N = 426;
women = 220, men = 206). Identified ethnicities included White (47%), African American
(42%), more than two races (6%), Hispanic (2%), and other (i.e., American Indian, Asian,
Pacific Islander; 3%). The median household income for participants was $63,000 before job
loss and $17,000 after, and 38% reported they had no income at all after.
Researchers conducted a confirmatory factor analysis (CFA) for all symptom measures to
identify the best model to explain their associations. Model fit indices showed good fit to the
collected data [χ2 (101) = 211.92, p < .001; CFI = .973, RMSEA = .051; SRMR = .034)]. The
following rates were estimated for involuntarily unemployed individuals: 29% for depression,
31% for anxiety, and 28% for stress. Researchers found no group differences among age,
education, or history of major depression. Therefore, findings suggest that job loss may
contribute to internalizing factors of anxiety and depression. Limitations of this study include (a)
the sampling for participants was based on purposive sampling as opposed to random, (b) the
study focuses on symptom trajectories only up to seven months, and (c) there is a lack of a
comparison group to compare findings. This study’s findings indicate that involuntary
unemployment is linked to negative mental health outcomes, including elevated risks for anxiety
and depression.
Voss and colleagues (2018) conducted a longitudinal study to examine the relationship
between late-career job loss and retirement age and health outcomes in mature adults.
Researchers utilized the Health and Retirement Study (HRS) data, an analysis conducted by the
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National Institutes of Health, Institute on Aging (N = 8,099). The study’s constructs included
physical health (based on self-reported rating and number, number of chronic conditions, and
number of nights spent in the hospital within the past year), depression scores [as measured by
the Center for Epidemiological Studies-Depression (CES-D; Radloff, 1977)], and duration of
unemployment (self-reported and measured by months within the last five years). The average
age of participants was 79.14 years (SD = 7.25) and 63.5% of participants were female (n =
5,146). The average income for participants was $58,973 prior to unemployment.
Using multivariate regression analysis, researchers found no significant correlations
between late-career unemployment and self-reported physical health (β = .003, p = .84).
However, researchers did find that late-career unemployment was significantly associated with
lower levels of mental health (β = .039, p < .01). Limitations of the study include: (a) lack of
diversity among the participants (n = 6,730 identified as White), (b) the use of survey questions
in the HRS may not effectively delineate unemployment from retirement, and (c) all the
measurements were based on self-report of observed individuals. This study provides additional
evidence of the impact of unemployment on mental health.

Financial Strain and Mental Health
Researchers have demonstrated that financial strain resulting from unstable employment
can influence mental health well-being (Blustein et al., 2020; Zierch et al., 2014). Asebedo and
Wilmarth (2017) conducted a study utilizing data from the Health and Retirement Study (HRS)
to investigate how stress responses to financial strain are related to mental health (N = 8,366).
Mental health was measured with the Center for Epidemiologic Studies Depression (CESD;
Radloff, 1977) Scale, measuring respondents’ attitudes and feelings related to their mental well-
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being during the past week. Financial strain was assessed via two measures: a) level of current
bill pay difficulty and b) ongoing financial strain. Financial stress was operationalized via the
Leave-Behind Psychosocial and Lifestyle Questionnaire (LB; Smith et al., 2017), assessing
whether respondents’ financial strain was current and ongoing for twelve months or longer.
Sociodemographic sample characteristics included: (a) age (M = 68 years), (b) education (57%
college education, 63% retired) (c) race (85% white), and (d) gender (48% men, 52% women)
and marital status (51% married, 49% single).
An ordinal logistic regression (OR) model was employed for the data analysis. Results
indicated that greater difficulty paying bills and ongoing financial strain are each significantly
related to higher depression scores. For every one-unit increase for bill pay difficulty, the risks of
reporting depression increased 17%. Researchers also found that financial stress levels
significantly affect the relationship between bill pay difficulty and depression. When researchers
accounted for stress response to ongoing financial strain, the effect size decreased by 14% (OR =
1.17, p < 0.05). Limitations of the study include: (a) a time lag between the financial strain, stress
variables, and depression outcome, (b) lack of cultural diversity within the given sample, (c) all
responses for self- report, and (d) specificity regarding stress response was not available among
the HRS measure. However, this study highlights and supports the relationship between financial
strain and depression.
Elbogen and colleagues (2020) explored the risks of financial strain, specifically
observing it concerning suicide. Researchers utilized data from the National Epidemiologic
Survey on Alcohol and Related Conditions (NESARC) and investigated variables including
financial debt/crisis, unemployment, past homelessness, and lower-income (Elbogen et al.,
2020). Suicide was measured by outcomes related to suicidal ideation and suicidal attempt.
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Participants of the study (N = 33,917) were represented by gender (female = 58%, male = 42%),
age (Mdn = 46 years of age), marital status (50% married), and education (83% completed high
school). Baseline characteristics of participants also included 8% meeting the criteria for major
depressive disorder, 9% meeting the criteria for alcohol and drug abuse/dependence, and 10%
with a history of suicidality. In addition, 12% reported recent financial debt/crisis, 14% were
unemployed, and 12% endorsed past homelessness.
Using bivariable associations, researchers investigated variables between wave 1 and
wave 2 for attempted suicide and suicidal ideation. Researchers found that suicide attempts were
significantly associated with financial debt/crisis (χ2 = 33.42, p < 0.001), unemployment (χ2 =
38.35, p < 0.001), lower-income (i.e., those below the sample median; χ2 = 24.02, p < 0.001),
lower education level (i.e., high school degree or less; (χ2 = 4.47, p < .05), and past homelessness
(χ2 = 25.07, p < 0.001). Limitations of this study included (a) interview structures based on selfreport, (b) missing variables from financial strain (for example, was job loss temporary or
permanent; was homelessness chronic or episodic), and (c) need for further information
regarding suicidal attempts or ideation history. Researchers’ findings from this study
demonstrate the vital mental health risks associated with financial strain and unemployment
(Elbogen et al., 2020).
Socioeconomic factors related to unemployment are linked to health outcomes and
association to life expectancy. Singh and Siahpush (2016) conducted a study to estimate the
magnitude of the association between unemployment levels and life expectancy in the U.S.
during 1990-2010. Researchers linked census-based unemployment rates (Census-Based
Unemployment Data, 2013) to national mortality rates (National-Vital-Statistics-Mortality
Database, 2015) to examine the extent to which life expectancy differed among men and women
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in varying levels of unemployment. Observed data were categorized among four area
unemployment levels: (a) counties with less than 3% of the civilian labor force unemployed in a
county (low unemployment group, (b) 3-5.99%, (c) 6-8.99%, and (d) counties with 9% or higher
(high unemployment group). In addition, analyses were examined according to race/ethnicity
(i.e., White, Black/African American, American Indian/Alaska Natives, Asian and Pacific
Islanders, and Hispanic), sex (male or female), and age (25-64 years of age).
Results found that unemployment is strongly associated with deprivation measures,
including income inequality and poverty rates in the U.S. (Singh & Siahpush, 2016). High
unemployment areas had five times higher income disparity levels than low unemployment
areas. In addition, in comparison to low unemployment areas, mortality rates in high
unemployment areas were 24% higher between 2006 to 2010. Researchers also found that 45.2%
of the overall life expectancy gap was attributed to individuals 45-64 years of age in high
unemployment areas.
Limitations of this study include (a) aggregate-level population data led researchers to
make inferences regarding unemployment and life expectancy associations; (b) unemployment
measures did not consider discouraged workers, thus underestimating the magnitude of the
results found; and (c) life expectancy for historically marginalized populations may be
underestimated due to limited reports. The results of this study show the importance of
unemployment as a social determinant of health associated with mortality rates. Moreover,
communities with higher unemployment rates are more likely to experience lower life
expectancy rates.
Overall, researchers have demonstrated the negative consequences of financial strain
resulting from job loss. Some of the critical takeaways are the increased risks of depression and
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suicide as noted in existing literature (Haw et al., 2015; Sinyor et al., 2017; Turecki & Brent;
2016). Unemployed individuals who are more vulnerable to experiencing negative mental health
consequences have fewer educational attainment, below-average income, and increased financial
strain. However, unemployment for an individual also has an influence on dependents within
households. Therefore, we must explore how these symptoms also impact family systems.

Unemployment & Impact on Families
The nature and extent of consequences resulting from unemployment extends beyond the
affected individual and impacts family systems, particularly for those that rely on the
unemployed individual for primary household income. Unemployment can increase the
likelihood of family dissolution and have adverse spillover effects on other members of the
family, such as spouses and children (Doiron & Mendolia, 2012). Hansen and Stutzer (2020)
conducted a cross-sectional study and analyzed school-aged children’s well-being related to
parental employment status in Europe, the Middle East, the U.S., and Canada. Researchers
looked at the results of responses from the Health Behavior in School-Aged Children (HBSC;
Currie et al., 2008) survey for adolescents between the ages of 11 and 17 years of age (N =
492,290). Respondents included those whose parental employment status identified as working
(maternal = 81.89%; paternal = 91.37%). The HBSC measures child characteristics (e.g., age and
gender), health behavior, social environment, and family situation. The HBSC also measured
guardians’ SES based on children’s responses and categorized them into six categories: (a) home
working, (b) looking for a job, (c) sick, retired, student, (d) don’t know, (e) don’t have or don’t
see parent, or (f) not classifiable. Researchers also utilized the Cantril Self-Anchoring String
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Scale (i.e., “Cantril ladder”; Cantril, 1965), an evaluative measure of subjective well-being used
to understand life satisfaction.
Using a baseline estimation model for the correlation between parents’ unemployment
and a child’s well-being, the researchers controlled for confounding variables such as the number
of siblings and parents' marital status. Researchers found that, on average, children with at least
one unemployed parent report a 0.223-point lower level of life satisfaction (p = .016). Children
who identified their family’s financial status as “not at all well off” had a one-point lower life
satisfaction compared to children who indicated their family’s financial situation as “average” (p
= .027). In addition, there is a negative correlation among parental unemployment and children’s
life satisfaction (r = -.073, p < 0.01). Limitations of this study include (a) assessments being selfreported, (b) the assessments taking place retroactively, (c) unobserved variables concerning life
satisfaction (i.e., respondent location, cultural expectations), and (d) the sample demographics
were disproportionate regarding unemployment status of parents. However, this study provides
evidence of unemployment's influence on family members, specifically negative consequences
on children’s well-being.
Unemployment and related issues are primary factors for discord within marriages, as it
can cause significant stress. Dorion and Mendolia (2012) have analyzed the relationship between
involuntary job loss of male partners and rates of divorce to understand the impact of
unemployment further. Using collected data from the British Household Panel Survey (BHPS), a
British national representative survey that held information of approximately 10,000 individuals,
researchers examined two samples: marriages that experienced job loss (n = 7,276; 21.74%) and
marriages that experienced no job loss (n = 26,187; 78.25%).
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Results of the study show that marriages who lost had at least one partner lose place of
employment increased the probability of divorce by 87% (Dorion & Mendolia, 2012). In
addition, if unemployment persisted for couples beyond a year, researchers found an increase of
divorce by 66% and 52% after two years. Some of the limitations of this study include: (a) the
study was employed with an international sample, (b) the sample groups were disproportionate in
size, (c) the sample criteria focused on male job loss, and (d) there are no noted
sociodemographic variables about race or ethnicity. While this study cannot assume causality, it
demonstrates the relationship between increased risks of divorce and couples challenged with
unemployment.
Spouses’ jobs within a marriage contribute to marital stability. However, unemployment
creates economic hardship and psychological stress, jeopardizing this stability (Sayer et al.,
2011). Tumin and Qian (2015) examined the contribution of unemployment during separation to
the odds of divorce after separating. Researchers utilized data from the National Longitudinal
Survey of Youth, 1979 Cohort (NLSY79; U.S. Bureau of Labor Statistics, 2012) to review
separations from first spouses. Observants included women (n = 917) and men (n = 620) that
were categorized into two categories: (a) those divorced after separation (81% women, n = 742;
81% men, n = 503), and (b) those that remained separated or reconciled (11. 39% women, n =
175; men, 7.61%). The median duration of separations ending in divorce was 20 months for men
and 21 months for women. Four categorical measures defined unemployment: (a) no long-term
unemployment before or during separation, (b) no long-term unemployment before separation
but long-term unemployment during separation, (c) long-term unemployment before separation
but no long-term unemployment during separation, and (d) long-term unemployment before and
after separation.
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Researchers utilized regression analysis and tracked unemployment before and during
separation for men and women (Tumin & Qian, 2015). Results found that men who divorced
were 14% more likely to have been unemployed long-term (27 weeks or more) than those that
were employed (p < .05). Researchers also found that for men, the change from employed during
the marriage to unemployed during separation delayed the divorce transition. However, there
were no differences for women who became unemployed during separation. Therefore, the study
demonstrates that unemployment impacts the rate of divorce, appearing to be more disruptive
due to gendered perceptions of unemployment, such as a man being considered a primary
caregiver. Limitations of this study include: (a) data analysis of regression does not infer
causation, and (b) the sample was disproportionate regarding gender. However, the findings from
this article not only provide support for the impact of unemployment among families but also
demonstrates differences in unemployment effects based on gender.
In conclusion, researchers have demonstrated the negative influences among the family
system as it relates to unemployment. Some of the critical takeaways are the decreased levels of
marital and family satisfaction as noted in existing literature (Dorion & Mendolia, 2012; Tumin
& Qian, 2015). Families who experience unemployment of individuals, particularly those that
previously held the primary household income, are more susceptible to experiencing negative
consequences such as divorce or separation. We now explore the limitations of the existing
research that attempts to aid with reemployment.

Limitations of Existing Research
Researchers have provided evidence of negative factors regarding the experiences of
unemployed individuals, and prior models have been developed surrounding job loss in attempts
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to understand its complex nature (Pignault & Houssemand, 2018). Regarding job search
research, some of the common limitations among (a) an unbalanced sample in terms of identified
participant characteristics (i.e., race/ethnicity, gender, number of dependents, length of
unemployment), (b) a high volume of conceptual frameworks, theoretical models, and survey
research, with minimal experimental studies, and (c) primary participant demographics including
populations identifying with various levels of privilege (e.g., college students, White
participants, higher social-economic status).
Throughout the development of unemployment, there has been scarce research focusing
on interventions that provide psychoeducation for job search knowledge, such as associating
workshops or group interventions increasing job search behaviors. There is a gap between the
areas that promote positive job search outcomes and the job search knowledge that job seekers
hold. In addition, most of the literature relating to job search has been studied in other disciplines
such as psychology or vocational psychology (Bluestein et al., 2019; Lim et al., 2016;),
economics, or human resources (Altmann et al., 2018; Caliendo et al., 2015; Gowan, 2014), and
health and medicine (Berchick et al., 2012; Moore et al., 2017).
In addition to the core forms of unemployment from a national perspective, there are also
individual-specific issues facing the U.S. workforce, including the socioeconomic divide, culture
issues, and mental health impact that should be explored further better to develop tailored
interventions for those with increased unemployment risks. Hence, there is a need to increase job
search literature within the counseling field to develop the career counseling profession further.
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Theoretical Foundation
Several theoretical frameworks are in the literature to conceptualize job search activities.
However, the Career Self-Management (CSM; Lent & Brown, 2013) model was selected in
alignment with the proposed study. Lent and Brown (2013) presented the CSM as a social
cognitive model with intended implications for career behaviors, such as job searching and job
planning. The CSM model was developed to elaborate on contextual influences among career
theory (Lent et al., 2000). CSM model is based on the argument that profound changes have
occurred in the workforce, requiring models that address culturally diverse individuals, including
varying race and ethnic backgrounds, LGBTQ+ individuals, and individuals living with
disabilities (Bluestein, 2006; Lent, 2013). CSM assumes that people can assert a degree of
personal control over their career development and do not act alone to achieve their goals (Lent
& Brown, 2013). Hence, CSM supports this proposed investigation on the effect of a job search
intervention. Each participant can gain further knowledge regarding job search skills and,
therefore, influence their self-efficacy towards job search tasks.

Career Self-Management Model
The CSM model emphasizes factors that lead people to enact behaviors aiding in their
own educational and occupational progress. These behaviors extend beyond selecting a job but
include planning, job searching, goal-setting, and self-asserting (Lent & Brown, 2013). CSM was
designed to emphasize behaviors that people use to achieve their own career goals, otherwise
known as adaptive career behaviors (Betz & Hackett, 1987). Adaptive career behaviors refer to
constructs such as career process skills, competencies, self-regulation, and adaptive performance
(Griffin & Hesketh, 2005).
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Due to the consistent unemployment issues surrounding economic uncertainties and
decreased job security, we must explore other models that can aid in looking at job behavior
processes (Lim et al., 2016). In addition, existing research often views career adaptability as
purely a set of individual differences based on personal characteristics and attributes of
personality (Rottinghaus et al., 2005). Some theorists believe that some individuals innately have
an increased internal drive to find employment compared to others. Nevertheless, Lent, and
Brown (2013) combat arguments describing career self-management as focusing on factors that
influence the purposeful behavior of individuals who live in a social environment. Therefore,
according to CSM, job search tasks are behaviors that can be influenced and molded by
increasing adaptive competencies.
Related to job search behavior, CSM carries the assumption that the time and effort job
seekers devote towards their job search process is partly the result of the degree of self-efficacy
of job search, self-presentation skills, expectations of job search outcomes, specific goals, level,
and nature of support, and relevant trait tendencies (Lent & Brown, 2013). The general CSM
model consists of (a) job search self-efficacy, (b) outcome expectations of job search, (c) search
goals, (d) search actions, and (e) outcomes (i.e., interviews, job offers, employment status). CSM
supports and barriers related to job search behaviors are moderated by job search self-efficacy
and outcome expectations, followed by job search outcomes.
Theorists have identified Self-efficacy as a primary source of job search outcome
expectations, with several other concepts that mediate this pathway (Lim et al., 2016). CSM
theorists assume that when self-efficacy increases, positive expectations for job search also
increase and allow individuals to complete additional job search behaviors and tasks (i.e.,
creating job search goals and acting on those goals). Job search behaviors include individuals’
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efforts to identify and apply for a job opening. In addition, a combination of job search support
(i.e., job search assistance and resources) and minimized barriers can, directly and indirectly,
impact job search behaviors. Together, these processes can increase job search outcomes for job
seekers (i.e., interviews, job offers, employment status).

Career Self-Management Model and Job Search
Lim, Lent, and Penn (2016) conducted studies that tested the model in the context of job
search. Unemployed job seekers (N = 243) were assessed for job search self-efficacy, job search
outcomes, and job search goals. Job search self-efficacy was measured with a 10-item scale
developed by Saks and Ashforth (1999) that observed participants' level of confidence in various
job search tasks. Job search outcomes were measured by a 9-item scale developed by the
researchers, which reflected the three SCCT constructs theorized by Bandura (1982): social,
material, and self-evaluative. Job search goals were assessed with a 12-item job search behavior
scale, modified as a version of Blau (1994).
Researchers ran a multivariate analysis of variance to examine the predictors of job
search behaviors. They found significant pathways between self-efficacy to behavior (B = .17,
SE =.05, 95% CI [.09, .27]; Lim et al., 2016). In addition, researchers found that support and
outcome control were linked to job search behavior indirectly moderated by self-efficacy (B =
.05, SE = .02, 95% CI [.03, .09]; B = .05, SE = .02, 95% CI [.03, .10]). Therefore, the results
demonstrate that increased self-efficacy is derived from increased behaviors in completing job
search tasks and support, leading to positive job search outcomes.
Overall, the CSM model demonstrates that actions towards adaptive career behaviors can
be molded and influenced. Due to the importance that job search behaviors affect job search
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actions and outcomes, job search interventions require heavy emphasis on these concepts to
increase opportunities for reemployment. Therefore, in the next section, the researcher explores
the job search as it relates to vital constructs that devise the process, barriers to reemployment,
and interventions that may increase job search behaviors.

Job Search for Unemployed Individuals
Job search is a construct that is defined as a goal-directed and self-regulatory process,
where specific behaviors are intentionally initiated to prepare for, identify, and pursue job
opportunities (van Hooft et al., 2021). Job search is considered a critical activity that individuals
engage in during various stages of their life development (i.e., school-to-work transition, career
switch, job loss, or transition to unemployment; Kao et al., 2021). Conceptualized as a multiphased process, job search entails reading job positions and descriptions, preparing resumes and
cover letters, searching for prospective employers, and going to job interviews (van Hooft et al.,
2013).
Theories that conceptualize job search emphasize its self-regulatory nature with largely
self-organized and self-managing processes (i.e., goal setting, planning, monitoring, evaluating;
Turban et al., 2009). Despite its frequency, the job search can be a nonintuitive and challenging
process for many individuals, particularly in situations where job search is unprecedented (Liu et
al., 2014). In addition, job search has evolved drastically over the last two decades. It is vital to
research and understand its influences on reemployment.
In reviewing the job search literature, van Hooft and colleagues (2021) conducted a
quantitative synthesis of the existing research on job seeking and employment success.
Researchers were interested in job search processes such as self-regulation, job search behavior,
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and employment success outcomes. Self-regulation refers to job seekers’ ability to self-manage
their job search and decide their employment goals. Job search behavior is evaluated in two
dimensions: (a) the effort and time that individuals devote to job search activities and the scope
of these activities (i.e., job search intensity), and (b) the thoroughness in which job-search
activities are performed and conducted in a systematic and well-prepared manner (i.e., job search
quality; van Hooft et al., 2013). Employment success outcomes refer to the number of job
interviews, job offers, and employment status and quality. Researchers identified 341 studies
conducted between 1978 and 2019 (N = 165, 933), with 41% of samples including unemployed
job seekers.
Meta-analytic results showed that active job search behavior was associated with
securing interviews (rc = .44) and job offers (rc = .22) and positively correlated with
employment status (rc = .24; van Hooft et al., 2021). Findings also identified that job search
intensity and job search quality explained the positive relationships between job search selfregulation and the number of interviews and the positive relationship between job search selfregulation and job offers. Researchers concluded that while many studies examined job search
intensity, there was scarce research explaining what specific aspects of job search behavior (i.e.,
activities and quality) relate to employment success outcomes. Hence, the importance of job
search activity on reemployment. In addition, researchers propose studies examining repeated
measures designs for self-regulatory mechanisms to allow reciprocal assessments of job search
processes.
Job search behavior is also impacted by macro events such as broad economic crisis and
disruptions and the supply and demand for work. McFarland and colleagues (2020) examined
how to job search behavior changed because of the onset of the COVID-19 pandemic.
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Implementing the Event System Theory, researchers hypothesized that introduction of a
microevent would produce both immediate and long-term changes to job search behavior, like
previous macro events to the economy, such as the Great Recession. The researchers also
assumed that individuals tend to respond to macro event threats by seeking control, such as
proactively applying to new positions. Data collected for this study were based on 14
organizations apart of a global talent acquisition vendor. Researchers started data collection on
January 6 and ended the week of April 20. Researchers clustered weekly data to balance repeated
observations.
Researchers utilized a Discontinuous Random Coefficient Growth Curve Model
(DRCGCM) to examine multiple waves of longitudinal data collected. When the pandemic
began on the week of March 9, applications significantly increased [β = 726.99, p < .05, SE =
438.22, C.I. = (-136.98, 1590.95)]. More specifically, researchers found that work-from-home
jobs saw a significant increase in the pandemic onset and post-onset periods [β = 2,737.42, p <
.001, SE = 780.23, C.I. = (1,198.98, 4,275.87)]. Findings from this study offer reasonably strong
evidence that the COVID-19 pandemic led to increased job search activity. Study limitations
include: (a) inability to determine if unemployment was related to increase in applications, (b)
researchers noted the transition period as the week that was recognized as a pandemic; however,
theoretical research is needed to precisely define an exact transition point and (c) many locations
reopened their economies following the COVID-19 pandemic, so the effects may or may not
generalize to the period. However, the results of this study provide an understanding of the
association between the climate of economic events and job search behaviors.
Nakai and colleagues (2017) explored changes in attitudes toward job search and
perceived utility of training among older job seekers that participated in 3-week long job clubs.
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Job club programs are one of the most common job search training methods and are behaviorbased support groups directed by a trained facilitator (Trutko et al., 2014). This method of job
search training fostered both emotional and informational support among participants. Job search
attitude refers to participants’ general effect on job search. Perceived job search utility was
referred to as participants' immediate learning of outcomes and transference of training to job
search performance.
Researchers hypothesized seeing an increase in positive job search attitude and utility
perceptions of training. The job club program consisted of 15 sessions (four hours each) over
three weeks, with new job clubs starting each month. Facilitators covered filling out applications,
putting together a resume, and developing networking skills, with activities varying between
individual and group work. The participants included 200 individuals from 16 separate job clubs
in Study 1 and 385 participants from 36 job clubs in Study 2 (N = 585). The racial background of
participants identified as White (56% in Study 1; 59% in Study 2), Black (38% in Study 1; 42%
in Study 2), and Asian (1% among both studies). The average age of participants was 60.5 years
(Study 1) and 59.6 years (Study 2).
The study used a pretest and post-test approach, measuring participants with scales
devised by the researchers (Alliger et al., 1997; Kraiger et al., 1993; Wanberg et al., 1999).
Using latent growth modeling to analyze the longitudinal data, researchers found that
participants attitude toward job search (β = 4.794, p <.01, SD = 1.234) and perceived utility (β =
5.966, p <.01, SD = .733) of the training improved over time for the job clubs. More
specifically, job seekers who had more unfavorable attitudes for job search improved the most
during the job clubs. Limitations of this study include: (a) researchers used a nonexperimental
design that studied an existing job program and the inability to manipulate the content of the
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program, (b) inability to compare results to a comparison group, and (c) researchers focused on
attitudinal measures and did not test for behavioral measures regarding effectiveness (i.e.,
knowledge acquired or extent of behavioral change. However, the study presents effects of job
search attitudes towards job search intervention, which may aid in predicting the intensity of job
search among unemployed.

Challenges of Job Search Processes
While finding new employment may appear to be a simple solution to the consequences
related to unemployment, job searching can be a complex and daunting task for individuals.
Perhaps the most prominent barrier to becoming reemployed is the relatively little information
and feedback that job seekers receive regarding the job search process, and the associated strain
on their self-confidence and hope for future employment (Altmann et al., 2018). In addition to
managing the hardships shared with unemployment, individuals must also overcome the
discouragement of potential job application rejections and lengthy job search process
(Admundson et al., 2019). It is vital to explore the challenges individuals face regarding
reemployment, to better understand effective approaches for job search interventions. Therefore,
it is necessary to explore challenges relating to the job search process knowledge, self-efficacy,
and motivation.

Job Search Knowledge
Job search knowledge generally encompasses behaviors and cognitions that are
considered malleable, can be trained and improved, and serve as a primary factor in determining
self-efficacy and job outcomes (Guerrero & Rothstein, 2012). Building on motivation and self-
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regulation theories, researchers view job search as a self-regulated process with outcomes based
on a variety of activities and personal resources (Kanfer & Kanfer, 1991; Pintrich et al, 1993).
McKay (2007) found that commitment to the job search process, planning an effective job search
by understanding the process, and utilizing job search sources play significant roles in promoting
an effective job search.
Studies have identified job search knowledge as a primary contributor influencing an
individual’s ability to obtain reemployment. In a randomized controlled study, Briscese and
colleagues (2020) investigated the effectiveness of My Job Goals (MJG), a job search website
intervention, among 22 job centers with approximately 2,700 job seekers. Researchers sought to
improve the quality of unemployed individuals’ applications to increase job search activity and
significantly improve their job search outcomes. Researchers measured job search outcomes via
self-found job placement (i.e., not from a job service provider) and the amount of time between
pre-intervention and post three months.
Briscese and colleagues (2020) designed the MJG website specifically for individuals
with poor job search skills and included evidenced-based job search strategies, as well as resume
and cover letter templates that could be accessed at the job centers or at home. The researchers
assigned job seekers to control (N = 1,248) and treatment (N = 1,442) groups, with individuals
seeking treatment being directed to the website. Using a regression analysis with baseline results,
researchers discovered that the experimental group’s exposure to the MJG website caused a
marginally significant increase in rates for job finding compared to those in the control group by
their third month entering the intervention (p = .053).
However, they also found that the probability of finding a job decreased by 4.2
percentage points for job seekers older than 50 years of age (p = 0.079). Limitations of this study
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included (a) both the experimental group and the control group still received job advisory from
job search agency programs as a part of their unemployment benefits (b) outside of age, there
was limited cultural demographics regarding participants, and (c) uncertainty of individual
factors that could impact intervention (i.e., access to the internet, bandwidth, etc. Although the
findings were not found statistically significant, the results provide evidence of potential job
search outcome differences among those that are provided job search knowledge via job search
assistance programs.
Job search knowledge has also been assessed for varying populations, including youth
and those living with disabilities, and proven to demonstrate influences (Lombardi et al., 2018;
Mpofu & Harley, 2006). Cmar and McDonnall (2019) conducted a study to evaluate the
effectiveness of job search training among youth with visual impairments. Researchers sought to
increase job search knowledge and ultimately increase job search self-efficacy and behavior
among participants. Individuals of the study ranged from 15 to 22 years old and included a total
of 42 participants (intervention group n= 19; comparison group n= 23). Participant demographics
were identified based on gender (female n = 23, male n = 19), education status (no degree, n = 1;
high school diploma or equivalence n = 7; high school students, n = 19; part-time college
students n = 14; bachelor’s degree n = 1), and ethnicity (African American 61.9% n = 26; White
33.3%, n = 14; Asian American 2.4%, n = 1; multiracial 2.4%, n = 1; Hispanic 2.4%, n = 1).
Cmar and McDonnall (2019) modified the School-to-Work program to create a job search
program titled Putting Your Best Foot Forward: Job Search Skills Training for Youth with Visual
Impairments. The job search intervention was composed of six components for effective job
search: (a) identifying strengths and skills, (b) finding jobs, (c) thinking like an employer, (d)
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writing cover letters and resumes, (e) disclosing one’s disability, and (f) presenting oneself
effectively in a job interview and starting a new job (Cmar & McDonnall, 2019).
To measure knowledge, researchers developed a multiple-choice job search knowledge
measure, allotting for one point for every correct answer. To examine the effects of the
intervention, researchers conducted a three repeated measures multivariate analysis of variance
(RM-MANOVA). Results indicated that participants job search knowledge scores were
statistically significant (F (1,40) = 13.55, p < 0.001) for participants that participated in the
intervention, compared to the comparison group (F (1,22) = 4.05, p = .06). In addition, the
results demonstrated a significant increase in job search behavior (F (1, 18) = 23.32, p < .001),
but not for the comparison group (F (1, 22) = .08, p = .77). Some of the limitations of this study
included a relatively small sample size and a lack of random assignment. However, the study’s
conclusions help to support that those that have increased job search knowledge are more apt to
increase job search behaviors over time.
In conclusion, research shows that job search knowledge is a concept that is malleable
and can be influenced for job seekers. When comparing individuals that have increased job
search knowledge, there are significant results for reemployment compared to individuals that
lack an understanding of how to complete core job search tasks (Briscese et al., 2020). Job
search knowledge has been demonstrated to influence outcomes of job search, such as job search
behavior and job search self-efficacy (Cmar & McDonnall, 2019). Due to the relationship among
job search knowledge and job search self-efficacy, it is important for researchers to explore this
factor further.
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Job Search Self-Efficacy
One of the most significant factors of job search knowledge is job search self-efficacy.
Bandura (1982) defined self-efficacy as a mechanism focused on an individual’s self judgement
towards knowledge and skills or execution of an action. Originally, Bandura (1977) developed
four types of learning experiences that contribute to efficacy expectations including: (a) prior
personal accomplishments, (b) vicarious learning, (c) social persuasion, and (d) physiological
and emotional states. Job search self-efficacy is specifically related to the task of job searching
and finding employment. Ellis and Taylor (1983) defined job search self-efficacy as “a measure
of task-specific self-esteem akin to job search self-efficacy related to job search behaviors and
outcomes that involved job seekers’ motivation and search satisfaction” (pg. 633).
Researchers have demonstrated the influence of job search self-efficacy resulting with
increases among job search efforts and reemployment (Kao et al., 2021; Saks, 2015; Van Hoye et
al., 2019). In an earlier study, Wanberg and colleagues (2005) examined predictors of job-search
intensity over time in a 10-wave longitudinal study. Using the theory of planned behavior,
researchers hypothesized that individuals with higher job-search attitude and job search selfefficacy would be associated with higher job-search intensity over time (Wanberg et al., 2005).
In addition, researchers hypothesized that job seekers with higher job search intensity would be
positively associated with reemployment probability and speed.
The study’s participants were recent recipients of the unemployment insurance (UI) and
were asked to complete a short, automated telephone survey over a span of 18 weeks. Of a total
of 903 participants, 409 were male (45.29%) and 494 were female (54.71%). Participants ranged
in age of 18 to 77 years of age (M = 42.7, SD = 10.6), and in ethnicity including White (84.6%),
African American (8.2%), Asian American (3.2%), Hispanic (1.4%), American Indian (0.9%)
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and other (1.7%). Education of participants ranged from individuals with graduate degrees
(4.1%), a college degree (24.0%), some college (27.8%), a high school diploma plus technical
training (15.3%), a high school diploma or equivalent (18.2%), and those with less than a high
school diploma (2.3%).
Researchers utilized various job search behavior items by Vinokur and Caplan (1987) to
measure job search self-efficacy and job search intentions (Wanberg et al., 2005).
Reemployment was measured by the status and date of reemployment based on participant
reports to the Minnesota Department of Economic Security (MDES). Using hierarchal linear
modeling, results of the study determined that for every 1-point increase in job search selfefficacy, there was a .94 increase job search intensity (p < .05). Researchers also found
significant increases in reemployment associated with increases in self-efficacy. Limitations of
this study include (a) the study was not ethnically diverse in terms of participant identification,
(b) minimal scale items used to determine self-efficacy, and (c) the inability to measure
environmental factors (i.e., friends, family, etc.) that may have impacted participants responses.
The results of this study demonstrate that self-efficacy appears to aid job seekers in their search
for employment, further supporting its vital role during job search.
Due to its influence on motivation, job search self-efficacy is a primary focus for job
search interventions particularly with proving their effectiveness for job seekers (Liu et al.,
2014). Maddy and colleagues (2015) conducted a study to determine the effects of family and
social support on job search self-efficacy for unemployed individuals. Researchers implemented
Bandura’s theory of self-efficacy to guide the study and utilized convenience sampling to survey
individuals who were or had previously received unemployment benefits (N = 117). Ages of
participants ranged from 18 to 87 years old (M = 46) and included 59 males (50.42%) and 58
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females (49.57%). Researchers also noted racial identities including White (n = 89; 76.07%),
Hispanic or Latino (n =16; 13.68%), Native American (n = 5; 4.27%), African American (n =
2.56%), Hawaiian or Pacific Islander (n = 2; 1.71%), and those identifying with multiple or
unknown racial identities (n = 2; 1.71%).
To measure self-efficacy, researchers utilized a 5-point Likert scale instrument developed
by Caplan and colleagues (1989) based on an attitude-behavior model (Fishbein & Ajzen, 1975).
Items of the instrument included questions related to specific job search behaviors (i.e.,
completing a resume, interviewing for a job, etc.) and participant responses ranged from 1 “not at
all” to 5 “a great deal” for each item. To measure social support, researchers utilized an
instrument by Vinokur and Van Ryn (1993) that contained ten statements on a 5-point Likert
scale.
Using a Pearson correlation coefficient to compute the data, researchers found a
moderately positive correlation between job search self-efficacy and social support (r (115) =
.39, p < .01). Researchers also used a linear regression to examine the predictive properties of
social support for job search self-efﬁcacy and found a statistically signiﬁcant positive linear
relationship (F (2, 115) = 11.41, p < .01). In addition, men stronger correlations between job
search self-efﬁcacy (r (57) = .34, p < .01), in comparison to women (r (56) = 0.26, p < .05).
Results of the study show that social support is a strong indicator of job search self-efficacy.
Therefore, participants with increased levels of social support tend to have an increased sense of
job search self-efficacy. Limitations of this study include: (a) disproportionate and
underrepresentation of participants based on cultural background, (b) convenience sampling size
limited the generalizability of the study (N = 117), (c) lack of comparison group, and (d) no
distinction between the type of social support (i.e., family member, spouse, friend, etc.).
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Nevertheless, this investigation emphasizes the importance of social relationships in dealing with
the stress of unemployment.
McLarnon and colleagues (2019) investigated to determine if self-regulation would
predict reemployment process outcomes, specifically outcomes of well-being, job search selfefficacy, and job search clarity. Researchers defined self-regulation as an active, effortful factor
that is aligned with using personal resources, and hypothesized that self-regulation processes will
increase job search self-efficacy. Participants of the study were recently laid off within 26 weeks
or less and were still currently unemployed (N = 185; male = 60%, female = 40%). The median
age of participants was 53.29 years of age (SD = 7.36). Majority of participants had a minimum
of one college degree (79%), and researchers noted previous positions of employment as either
senior level management (53%), midlevel management (31%), operational staff (8%), frontline
supervisors (4%), and other (4%). Researchers measured self-efficacy using a 5-item instrument
by Saks and Ashforth (1999) to assess participants confidence in completing job search activities
(i.e., resume preparation, interview confidence, etc.). To assess for job search clarity, researchers
used a 5-item scale created by Cote and colleagues (2006) with responses ranging on a 7-point
Likert scale. Responses ranged from 1 “disagree strongly” to 7 “agree strongly” to measure
participants perceived ability to make clear job search objectives. Well-being was measured with
the Negative Affectivity scale of Thompson’s (2007) version of the Positive and Negative Affect
Schedule (PANAS; Watson et al., 1988) scale measuring five items (i.e., afraid, angry, hurt,
ashamed, and nervous).
Using a confirmatory factor analysis (CFA), researchers found a statistically significant
fit for the variables (χ2(288) = 394 .69, p < .01, CFI = .94). Regarding jobs search self-efficacy,
cognitive self-regulation was the most important variable for predicting job search self-efficacy
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in recently laid-off individuals (R2 = .17, p < .01, adjusted R2 = .15). In addition, self-regulation
also predicted job search clarity (R2 = .16, p < .01, adjusted R2= .14). Results show that cognitive
self-regulation contributed to the prediction of job search self-efficacy and job search clarity.
Therefore, participants who become unemployed use cognitive and behavioral self-regulation to
restore their sense of well-being and achieve effectiveness of their job search. Limitations
include (a) using self-reported data to assess for self-regulatory processes and job search
outcomes, (b) the sample included participants with Canadian citizenship, (c) and the
disproportionate level of educational background and socioeconomic status (prior senior level
management 53% and midlevel management 31%). However, this study serves as one of the
very few examine the influences of self-regulation on effective job search self-efficacy.
Researchers provide evidence that job search efficacy is one of the core predictors of
increased job search behavior and confidence towards job search outcomes (Wanberg et al.,
2005). When perceived job search levels are increased, job search intensity levels also increase
and is related towards confidence of job search tasks (Kao et al., 2105; Maddy et al., 2015). In
addition, job search efficacy is a concept that can be influenced by social support and should
therefore be integrated with job search interventions.

Employment Hope
Hope is a construct that has been assessed and measured in various fields, investigations,
and interventions. Snyder (1994) defined hope as goal-directed thinking where an individual
gauges their perceived ability to accomplish goals. In his original hope theory, Snyder (1994)
identified two objectives of hope: (a) pathways thinking, or workable routes to achieving goals,
and (b) agentic thinking, or the potential to initiate and sustain movement along pathways.
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According to Snyder’s Hope Theory, one must envision themselves as being capable of an
objective to effectively produce a route to that goal (Snyder, 2000). In relation to reemployment,
one of the common barriers is hopelessness and discouragement due to length of unemployment
and unsuccessful job search efforts (Bezanson, 2004; Niles et al., 2010). Therefore, it is
important to understand the influence of hope for unemployed individuals and the aspects that
may restore within the job search process.
Based on the consequences and factors that contribute, coping with unemployment poses
a significant challenge for those affected and decreases the level of hope for future employment.
Admundson and colleagues (2011) investigated the effectiveness of pre-and post-test hope-based
interventions for unemployed individuals that participated in employment counseling centers.
Researchers utilized an Action-Oriented, Hope-Centered Model of Career Development
(HCMCD) as a framework and five hope-centered interventions were delivered in face-to-face
(F2F; n = 27) and online formats (n = 25). Specifically, researchers sought to find the extent to
which the F2F and online groups differed over time among hope centered career competencies
[Hope-Centered Career Inventory (HCCI; Niles, Yoon, & Amund-son, 2011)], general selfefficacy [General Self Efficacy Scale (GES; Schwartzer & Jerusalem, 1995)], vocational identity
[Vocational Identity (VI) Scale (Holland et al., 1981)], and career engagement [Career
Engagement Scale (CES; Hirschi, Freund & Herrmann, 2014)].
There were statistical improvements of hope for participants in both intervention
deliveries evidenced via the HCCI measure (t (51) = 4.72, df = 2, p = .000) with a large effect
size measured with Hedge’s g scores (.90) via Cohen’s guidelines (1988). In addition,
researchers also found a statistical difference among general self-efficacy for both the F2F
intervention (t (28) = 5.33, df = 27, p <.01) and the online intervention (t (24) = 6.21, df = 23, p
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<.01). Limitations of the study include (a) lack of knowledge regarding participant
demographics, (b) inability to control for external factors, (c) the disproportionate number of
participants per group, and (d) lack of a control group. However, this study reinforces the
significance of hope as a central factor within the job search process.
Hodge and colleagues (2019) tested a model of employment hope [as measured by the
Employment Hope Scale (EHS); Hong et al., 2014], spirituality [as measured by the Intrinsic
Spirituality Scale (ISS); Hodge, 2003], and grit [as measured by the Short Grit Scale (Grit-S);
Duckworth & Quinn, 2009] among unemployed and underemployed African Americans (N =
1,045). Spirituality was defined as the degree to which spirituality functions as intrinsic
motivation. Employment hope was assessed by the degree of seeking employment. Grit was
defined as trait-level perseverance and passion for long-term goals. Researchers hypothesized
that employment hope had a positive influence on grit, mediating spirituality and therefore
increasing the potential for African Americans to overcome challenges related to obtaining
employment. Participant demographics included male (n = 574) and female (n = 416),
employment status (83.6% unemployed, 16.4% employed), those in job training participation
(74.8%), and those utilizing welfare benefits/TANF (59.5%).
Using structural equation modeling (SEM) researchers assessed the fit of their
hypothesized model and found that the model was supported [χ2 = 176.880 (df = 59), p =.000,
CFI = .977, RMSEA = .044 (90% CI: .036, .051), SRMR = .0332; Hodge et al., 2019]. Using
bootstrapping to determine indirect effects, researchers found statistical significance supporting
employment hope mediating spirituality and grit [p = .131(.002), 95% CI = .069, 1.195].
Limitations of the study include: (a) no definitive conclusions can be made due to the crosssectional study design, (b) all measures were based on self-report of participants, and (c) use of
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nonprobability sampling procedures. This study suggests that employment hope posits as a
dynamic noncognitive factor that fosters perseverance to endure the job search and positive
employment outcomes.
Researchers have found that hope is a necessary and critical element to improving job
search success for low-income job seekers (Hong et al., 2009; Hong, 2013). Employment hope is
a positive psychological form of empowerment that assists with sustaining job search and allows
individuals to envision their best selves despite challenges and obstacles (Oyserman et al., 2004).
In seeking validation of the Short Employment Hope Scale (EHS-14), Hong, Choi, and Young
(2013) investigated to measure psychological self-sufficiency (PSS) and economic selfsufficiency (ESS). PSS was defined as a transformative process of reaching one’s goals, and ESS
was conceptualized as an outcome-driven concept relying on employment status, financial
security, and independence (Hong et al., 2009; Hong, 2013).
This study’s participants included 661 low-income job seekers (SD = 12.45; male =
54.5%, female = 45.5%) that attended a job readiness workshop provided by The Workforce
Development Department of the Chicago Urban League. The workshop helped individuals
access skills, knowledge, support, and networks needed to search and obtain employment. Based
on the workshop’s objectives, most participants were African American (95.4%) and
unemployed (90.6%). The participants’ education levels included individuals with less than a
high school education (9.4%), individuals with a high school diploma or GED (28.4%), and
those with above an associate degree (23.5%). To measure employment hope, researchers
condensed the original EHS scale (24-items) to a 4-factor, 14-item model measuring: (a)
psychological empowerment (4 items), (b) futuristic self-motivation (2 items), (c) utilization of
skills and resources (4 items), and (d) goal-orientation (4 items).
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Researchers utilized a CFA to assess the model fit of the individual items with their
respective scales. Results indicated that the 4-factor model fit was statistically significant (χ2 =
402.550, df = 73, p < .01, CFI = .941, RMSEA = .077). In addition, they tested the reliability
using Cronbach’s alpha to measure internal consistency. Results demonstrated meaningful
reliability including (a) futuristic self-motivation (.924); (b) utilization of skills and resources
(.839); and goal-orientation (.876). Researchers also correlated the EHS-14 scale with scores of
the General Self-Efficacy scale (Chen et al., 2001) to assess a theoretical relationship between
employment hope and self-efficacy. All factors were statistically significant positive correlation
with self-efficacy (r > .50, p < .01). One of the limitations of this study is that most participants
identify as African American. In addition, there is a lack of information regarding each
participants’ job search process and their coordinating progress in the workshop. However, the
results demonstrate the strength and significance of the EHS-14 scale for job seekers.

Interventions to Increase Job Search
Job search interventions assist job seekers with increasing job-search knowledge and selfefficacy, serving as important predictors of job search behavior. Previous researchers have
demonstrated that job search interventions that include job search training or instruction can
strengthen job search factors (i.e., motivation, job search activity, etc.; Van Hooft et al., 2004).
Job search interventions may contain several agents that assist with the job search. Job search
theories suggest that these interventions can provide instruction and support to improve labor
market outcomes during three critical steps: (a) identifying jobs openings, (b) converting job
openings to job offers, and (c) decision making towards accepting offers or continuing the search
(Truman et al., 2014). Group career counseling aims to develop self-esteem and acquisition of
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decision-making and self-presentation skills (Drosos, 2021). Group career counseling consists of
multiple people facing common career issues with facilitated discussions by a trained career
counselor. Group formats may also include experiential exercises that are aimed at developing
various job search skills and allow a unique opportunity for individuals to practice skills in a safe
environment (Pyle & Hayden, 2015).
Job search assistance (JSA) programs, provided by public and non-profit organizations,
are among the most prominent platforms that include job search interventions. JSA are typically
short-term, low-intensity, and low-cost assistance for job seekers seeking and securing
employment. Klerman et al. (2012) identified four main types of job search assistance programs
for unemployed individuals: (a) self-directed activities (i.e., consulting with networks, filling out
job applications), (b) group facilitated activities (i.e., classes in job search and soft skills, such as
job clubs), (c) one-on-one meetings (i.e., counseling related to skills and goals and other job
search strategies), and (d) job development (i.e., program staff personnel work with employers to
identify job openings). Group facilitated activities are among the most prominent utilized by the
public workforce system and employ a variety of experiential activities that include planning and
execution of job search activities, answering questions and troubleshoot problems during a job
search and allowing individuals to share experiences and provide emotional support (Klerman et
al., 2012). Therefore, it is essential to explore group facilitated job search interventions and
associating agents that have evidence to support increases of job search factors.
Zikic and Saks (2009) conducted a study on four types of career-relevant activities that
job seekers can engage in to improve their job search self-efficacy: (a) environmental exploration
[as measured by the Career Exploration Survey (CES; Stumpf et al., 1983)], (b) self-career
exploration [as measured by the Career Exploration Survey (CES; Stumpf et al., 1983)], (c)
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career resources (as measured by a scale designed by the researchers), and (d) training (as
measured by a 7-item scale designed by the researchers). Researchers defined environmental
exploration as an individual’s investigation of various career options and a collection of
information that helps to inform career decisions.
Career exploration was defined as a life-long process involving individuals gathering
information relevant to the progression of their career, and a factor that is triggered during
transitions and assists with coping. Career resources were defined as an active agent where job
seekers choose resources that can assist with their job search and job opportunities (i.e., career
centers, job fairs, job search clubs, and government and industry websites). Training was
conceptualized as both independent training or formal training that can either increase existing
skills or aid the individual in acquiring new ones.
The JOBS intervention program, focused on building job search skills, has received
substantial attention in unemployment literature, demonstrating evidence for its usefulness in
obtaining employment and reducing levels of psychological distress. Caplan and colleagues
(1989) conducted a randomized trial intervention among 928 recently unemployed adults to
determine if social support encouraged motivation and job-seeking behaviors. Researchers
assessed for change over time in social support [measured by a combination of a social support
index (Abby et al., 1985)] and a 13-item index assessing social reticence and assertiveness
(Galassi et al., 1974)], motivation to seek reemployment [measured by a combined set of three
attitude-behavior indexes (Fishbein & Ajzen, 1975; Vinokur & Caplan, 1987), job-seeking
behaviors [measured by a 10-item index assessing attitudes and social influences (Vinokur &
Caplan, 1987), and mental health [measured by the Hopkins Symptom Checklist (Derogatis et
al., 1974).
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Participants were assigned to either the experimental group, comprising of eight threehour sessions in-person seminar distributed over two weeks (n = 308), or the control group (n =
322), self-administered sessions delivered by a booklet. The researchers experienced a 59% total
dropout rate. Participants were mailed a $5 incentive for transportation prior to the intervention
and obtained a $20 incentive for completing a minimum of six of the eight sessions. Each
intervention session comprised 16-20 participants that were facilitated by male-female pairs of
trainers. The trainers completed approximately 80 hours of formal training including knowledge
of group processes, the theoretical bases of the intervention, and extensive rehearsal.
The researcher used a foundational framework that emphasized: (a) establishment of trust
and initial expectations, (b) enhancing skills and motivation, (c) inoculation against setbacks, and
(d) social support. The JOBS intervention began with trainers developing trust and rapport with
participants, by disclosing their own experiences with being unemployed and emphasizing the
value of persistence in the face of adversity. Trainers also emphasized the expectation that many
individuals benefit from job-seeking workshops.
Next, to attempt enhancing skills and motivation, the intervention provided skill training
related to identifying jobs based on experience and how to present skills and abilities in resumes
and job interviews. For each skill taught, the design involved an initial exercise in identifying
and addressing relevant skills, with trainers implementing positive verbal reinforcement.
Following, trainers followed the framework for inoculation against setbacks consisting of clients:
(a) anticipating situations where setback or relapses are likely, (b) generating alternative methods
to overcome responses to setbacks, and (c) acquiring skills needed to cope with setbacks (Marlatt
& Gordon, 1985). Finally, to incorporate elements of social support, trainers endorsed
motivational components and opportunities to provide mutual peer support.
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Data were collected from participants at three points in time: (T1) two weeks before the
intervention (pretest), (T2) post 4 weeks after the intervention, and (T3) post four months after
the intervention. The researchers conducted a dependent t-test to compare the mean values across
time from T2 and T3 in each group. For T2, although results were not statistically significant, the
unemployed in the experimental group showed no decline in job-seeking motivation. In contrast,
the control group showed a significant decline (M = 4.85, p < .05). In addition, individuals that
found reemployment post-intervention scored significantly lower on anxiety (M =1.96; t (df) =
5.72(620), p < .001) , depression (M = 1.68; t (df) = 5.84(715), p < .001), and anger (M = 1.98; t
(df) = 1.76(715) and higher on self-esteem (M = 4.11; t (df) = 3.84(715), p < .02) and quality of
life (M = 4.90; t (df) 4.58(710), p < .001) than persons who remained unemployed when
measured at T3. Limitations of this research include: (a) lack of information regarding sample
cultural diversity, (b) lack of comparison to a true control group that did not receive either
intervention, (c) assessments completed by the intervention comprised of self-assessment, and
(d) the timeframe that the experiment was conducted. The results demonstrate that those -who
participated in the intervention had a stronger motivation to engage in job-seeking behaviors,
which subsequently lowered levels of mental health symptoms and increased levels of selfesteem.
Zikic and Saks (2009) hypothesized that environmental and career exploration, career
resources, and training would be positively related to job search self-efficacy. The study included
795 participants categorized by gender (70% female; 30% male), employment status (39%
employed job seekers; 42% unemployed job seekers), and career field (28% business or
education; 20% social sciences or services; 10% humanities; and 5-7% in each category for
medicine, art, law, hospitality, and engineering). To test their hypothesis, the researcher
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conducted hierarchical multiple regressions for each career-relevant activity. The regression
coefficients were significant for environmental exploration (β = .22, p < .01), self-career
exploration (β = .16, p < .01), career resources (β = .18, p < .01), and training (β = .12, p < .01),
supporting each of the hypothesis.
Hulshof and colleagues (2020) conducted a study evaluating the effects of a 3-day
training intervention among unemployed job seekers, utilizing the Job Search DemandsResources (JSD-R) intervention model. The focus of the intervention was to enhance behaviors
of reemployment crafting and increase levels of well-being, job search behavior, and
reemployment opportunities. Researchers defined reemployment crafting as the ability for job
seekers to adjust their job search demands and resources to align with their personal job search
needs. Reemployment crafting was measured using a modified version of the Reemployment
Crafting assessment (Tims et al., 2012) to assess job-seeking resources and challenges. Wellbeing was assessed by the level of fatigue and motivation [as measured by the Checklist
Individual Strain (Bultmann et al., 2000)] and positive and negative affect [as measured by
Positive and Negative Affect Schedule (Watson et al., 1988)].
Job search behavior was categorized by personal goal attainment [as measured by the
Goal Attainment subscale from the Occupational Success Scale (Grebner et al., 2010)], career
exploration [as measured by the Environmental Exploration subscale from the Career
Exploration Survey (Stumpf et al., 1983)], network intensity [as measured by the Network
Intensity Scale (Wanberg et al., 2000)], and network quality (as measured by the network quality
scale developed by Hulshof et al., 2019). In addition, the researchers’ goal was to increase levels
of psychological capital [PsyCap; as measured by the shortened version of the PsyCap
Questionnaire; Luthans et al., 2007)], a personal resource that is malleable and developed via
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interventions. PsyCap refers to an individual’s positive psychological state and is comprised of
four elements: (a) self-efficacy, (b) optimism, (c) hope, and (d) resiliency.
For the JSD-R intervention, Day 1 focused on theory and practice of PsyCap and was five
and a half hours; Day 2 focused on theory and practice of reemployment crafting, and Day 3 was
an evaluation session. Each of the days reflected steps of experiential learning theory: (1)
concrete experiences, (2) reflection, (3) abstract concepts, and (4) creating new experiences.
Each day, participants reviewed concrete experiences related to the day’s focus, engaged in
reflection among small groups, reviewed abstract concepts, and completed homework
assignments in between sessions to help create new experiences. The primary researcher carried
out the intervention and four experienced trainers from the unemployment agency. An external
trainer organized a train-the-trainer session to ensure all trainers had the same knowledge.
Participants included 73 job seekers that participated in the intervention and 153 job seekers
belonging to the control group.
To examine the effects of the intervention over time, researchers conducted a three-way
repeated measure analysis of variance (RM-ANOVA) with a time (T1, T2, and T3) by group
(intervention and control) design. Researchers found a significant Time X Group effect of the
intervention between groups for seeking resources (F = 4.57, p = .01), seeking challenges (F =
3.56, p = .03), and PsyCap (F = 9.10, p < .001), meaning that changes in reemployment crafting
and PsyCap scores were different between the groups. For the intervention group, there was a
significant increase in seeking resources from T1 to T2 and T3 [F (2, 71) = 5.86, p < .01],
seeking challenges from T1 to T2 [F (2, 71) = 3.33, p = .04] and PsyCap from T1 to T2 and T3
[F (2, 71) = 7.01, p < .01]. There were no significant differences in the control group. Although
there was no significant effect for the intervention group for well-being, researchers did find that
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the well-being for the control group decreased (Fnegative affect (2,151) = 3.12, p = .05; Fmotivation (2,
151) = 3.11, p = .05), while individuals of the intervention remained stable (Fnegative affect (2, 71) =
2.85, p = .07; Fmotivation (2, 71) = 0.86, p = .43). Researchers found a significant effect of the
intervention group for job search behaviors, including subjective goal attainment (F = 6.89, p =
.03) career exploration (F = 16.42, p < .001), networking intensity (F = 5.97, p = .01, and
networking quality (F = 8.26, p < .001).
Limitations of the study include: (a) potential selection bias due to dropout patterns of the
control group (researchers observed that those that dropped out tended to have a higher rate of
PsyCap levels and financial worrying), (b) most of the measurements were self-ratings and may
be subject to method bias, and (c) participants of this study previously held white-collar jobs,
therefore its undetermined if results are generalizable to other populations. The results of this
study demonstrate key components that should be incorporated for job search interventions,
including experiential learning methods and group formats. Further, the study demonstrates that
the emphasis on strengthening personal resources can protect the well-being and enhance job
search behaviors.
In conclusion, researchers have demonstrated the critical role of job reach interventions
among job seekers, job search behavior, and other job-search-related factors (Caplan et al., 1989;
Hulshof et al., 2020; Zikic & Saks, 2009). Findings have also demonstrated the importance of
interventions incorporating group settings, peer engagement, role-playing, and skill
development. Job search interventions that engage in experiential learning components result in
participants increasing their job search motivation, perceived ability to learn and incorporate job
search resources, and opportunities for reemployment.
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Chapter Two Summary
Unemployment affects individuals on physical, financial, social, and psychological levels
(Liu et al., 2014). Job search challenges are extensive for unemployed individuals, making it a
primary concern towards job search outcomes and ultimately, reemployment (Admundson et al.,
2019). Moreover, job search challenges can affect the outlook and hope towards future
employment, creating an additional barrier for job seekers (Niles et al., 2010). Furthermore,
unemployment influences chronic mental health conditions, including depression and anxiety
(Howe et al., 2012; Lee et al., 2019).
Therefore, it is worth investigating the outcomes of job search knowledge, self-efficacy,
and employment hope for individuals who participate in psychoeducation job search
interventions and observing baseline measures of anxiety for unemployed individuals. The
constructs are aspects within unemployed individuals that can be molded and increased, as
evidenced by previous literature. Hence, the Career Self-Management (CSM) Model helps
explain the level of control an individual has towards their employment outlook. In conclusion,
unique influences exist in the literature for job search regarding: (a) obtaining job search
knowledge, (b) factors that influence job search self-efficacy, and (c) factors that influence
employment hope. Therefore, the current study seeks to investigate the influence of a job search
psychoeducation intervention for unemployed individuals, measuring change over time for job
search knowledge, self-efficacy, and hope.
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CHAPTER THREE: METHODS
Chapter three provides a review of the research methods for the study, including the
research design, data collection processes, and data analysis procedures. The researcher
investigated the effectiveness of a psychoeducational job search intervention. Specifically, this
investigation examined individuals’ self-reported measures for job search knowledge (as
measured by the Job Search Knowledge Scale [JSKS; Liptak, 2004]), job search self-efficacy (as
measured by the Career Self Efficacy –Scale Revised [CSES; Solberg et al., 1994]), and
employment hope (as measured by the Employment Hope Scale [EHS; Hong & Choi, 2013]) to
analyze change over time. Additionally, the researcher measured participants’ baseline levels of
anxiety (as measured by the Emotional Distress - Anxiety - Short Form [PROMIS, 2012]), group
therapeutic factors (as measured by the Therapeutic Factors Inventory – Short Form [TFI-S;
Joyce et al., 2011]), and collected demographic data to better understand additional factors that
may influence the study. In chapter three, the researcher reviews the following research methods
to be employed in the investigation: (a) research design, (b) population and sample, (c)
recruitment procedures, (d) intervention protocols, (e) screening and training procedures, (f)
research questions, (g) statistical analysis procedures, (h) potential threats to internal and external
validity, (i) limitations, and (j) ethical considerations.

Research Design
The study implemented a multigroup, quasi-experimental design study, including
collecting data for each participant pre-and post-intervention, and a 30-day follow-up. Quasiexperimental designs assess change of participants’ qualities over time using a before-after
comparison, rather than an independent comparison with a control group (Gall et al., 2007). One
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of the limitations of a quasi-experimental design is that it cannot detect external events and
factors that occur at the same time of the intervention; therefore, researchers may not attribute
causality based on the intervention as other extraneous variables may have influenced the
outcomes (Bernal et al., 2018). However, due to a multigroup design, there is the advantage that
underlying trends may be accounted for and minimize threats to internal validity (Soumerai et
al., 2015).
Participants of Project P.A.T.H. learned elements of the job search, including (a)
networking and job search tactics, (b) building resumes and cover letters, and (c) elevator pitch
and interview preparation. The workshops were facilitated by counselors-in-training (CITs) and
consisted of two delivery methods, including face-to-face and online formats. For each
intervention, there were three points of observation: (a) pre-intervention (i.e., before the start of
the workshop), (b) post-intervention (i.e., preceding the end of the workshop), and (c) 30 days
post-intervention. Before implementing this study, the researcher reviewed approval from their
university’s institutional review board (IRB). The IRB submission included all materials for the
investigation, including the population sample, intervention manual, informed consents,
instruments, and recruitment flyers and brochures. The IRB approval letter may be found in
Appendix A.

Population and Sampling
For the study, the researcher utilized convenience sampling (i.e., haphazard sampling) as
their primary means to identify participants, with a mixture of passive and active recruitment
methods. Unlike random assignment, quasi-experimental designs take advantage of intact groups
based on prior placement (Lomax & Hahs-Vaughn, 2012). Convenience sampling is a
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nonrandom sampling method where target population members meet practical criteria (Etikan et
al., 2016). One of the benefits of convenience sampling for the researcher is collecting
information from participants who are easily accessible, such as recruitment from a partnered
organization (Etikan et al., 2016). Additionally, convenience samples require less time and
resources from the researcher to collect data. However, a limitation of convenience sampling is
that homogeneity is assumed due to the absence of a random sample. In addition, there may be
factors that participant collectively possess as a part of deriving from similar organizations, in
comparison to using a random sample.
The target population for the study was individuals who were unemployed and seeking
employment in the United States. Convenience sampling was appropriate given the researcher’s
partnership with Christian Help Foundation Inc., a non-profit organization in Central Florida
who aid adults with employment assistance. The inclusion criteria for participation in the study
included: (a) at least 18 years of age, (b) currently unemployed, (c) involuntarily unemployed
(i.e., fired, furloughed, etc.) and (d) ability to speak and read English. Any individual who did
not meet the requirements of the study were not asked to participate in the workshop. The
researcher was intentional about selecting participants that experienced involuntary
unemployment, due to drastic differences in levels of job search preparedness. Typically,
individuals who willingly choose to leave a place of employment anticipate their next steps such
as going back to school or switching career paths.

Sample Size
A sample size was determined prior to data collection to accurately reflect the intended
generalization of the population and to achieve appropriate statistical power (Kline, 2016). The
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researcher developed a minimum sample size based on prior research and statistical calculators
to conduct a prior power analysis. Similar studies that provided skill development for job search
interventions among unemployed individuals have ranged in sample sizes from 26 participants
(Middleton, 2018) to 42 participants (Cmar et al., 2021), with each experiencing participant
attrition ranging from 16% to 24%, retrospectively. Researchers also recognize that sample
characteristics and location, availability of intervention resources, and needs of unemployed
individuals may influence the sample number (Wanberg et al., 2010). Therefore, the researcher
has considered potential attrition and sample characteristics when estimating adequate sample
size for this investigation.
Using the statistical software G*Power, the researcher calculated a priori analysis. Given
the parameters of a moderate effect size .20, power of 80%, two observations (pre-and-posttest),
and three dependent variables utilizing total score measurements, a sample of 28 participants is
required for this intervention. Unlike subscale scores, total scores of each measurement were
appropriate given that each scale measures all the tenets that the researcher was interested in
measuring. The sample also includes a moderate correlation among the dependent variables (r =
.70); however, the researcher must also account for attrition based on the population served and
similar studies conducted (Gainor, 2006). Based on prior research, calculated power, and
consideration of potential attrition, the researcher recruited over 50 participants for the proposed
intervention (Cmar et al., 2021). Further, related to prior research, there is potential for barriers
to transportation and access to resources (i.e., internet and Wi-Fi) due to participants’
unemployment status and income level. In addition, the researcher also accounts for the
constraints of finances, time, and the number of trainers.
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Recruitment Procedures
There were two levels of recruitment for the study, one for facilitators and one for
participants.

Participant Recruitment
The researcher recruited qualified individuals that wanted to participate in the
intervention based on convenience sampling from Christian Help Foundation Inc. All incoming
clients that presented at Christian Help were screened via telephone as a part of their preexisting
onboarding processes. Individuals that fit the study's criteria were offered to participate in
ongoing scheduled workshops and sent emails with coordinating information. In addition,
recruitment emails were sent to all existing clients of the organization, as well as to their partners
including (a) Habitat for Humanity, (b) Hope Helps Orlando Housing Authority, and (c) Central
Florida Employment Council. Emails included a Qualtrics link that included (a) the study’s
details, (b) the IRB-approved informed consent, (c) qualifying questions to measure criteria fit,
and (d) availability of ongoing workshops to register. The researcher also met with the Career
Coaches at Christian Help to further discuss the study and encourage direct referral of clients to
Project P.A.T.H. workshops. Under the qualifying questions, if participants did not qualify for
the study (i.e., were currently employed or voluntarily left their most recent place of
employment), the survey ended early, and individuals were thanked for their time. For
participants who did meet the study’s requirements, they were directed to the next screen in the
Qualtrics link to register for an available workshop and complete the pre-intervention
assessments (i.e., listed under “Instrumentation”).
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Following participant registration and completion of pre-intervention assessments,
qualified participants received a confirmation email detailing the workshop’s location (in-person
format) or the Zoom link (virtual format), based on the format and workshop they selected
during registration. If participants chose a virtual format, they received details to connect via
Zoom, as well as Zoom etiquette, including the requirement of their camera on and
encouragement to participate engage (Appendix I). This was particularly important given the
experiential nature of the curriculum, to ensure interpersonal connection within the group.
Participants received reminder emails, approximately one week before the start of their
registered workshop, the day prior to the start of their workshop, and on the first day of their
workshop.
Recruitment for participants was ongoing throughout data collection, with participants
assigned to scheduled groups based on their availability and format selection. In addition to
convenience sampling, the researcher engaged in additional recruitment efforts, including
passive and active recruitment methods, to address ongoing attrition throughout data collection.
For active recruitment, the researcher created flyers and brochures and placed within Christian
Help Foundation Inc. facilities, as well as their partnered organizations. In addition, the
researcher passed out flyers at local in-person job fairs and career events within the Central
Orlando area. The researcher also visited these locations face-to-face to increase the participants’
trustworthiness and maintain rapport with the facilities.
For passive recruitment, the researcher worked with Christian Help Foundation Inc. to
post electronic flyers on their social media platforms (i.e., Facebook, LinkedIn, etc.). Electronic
flyers were also sent via listservs that included associating registrants of neighboring or fieldrelated organizations, such as the Central Florida Employment Council (CFEC), Florida Career
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Development Association (FCDA), the College of Community Innovation & Education (CCIE)
Graduate Affairs, and the University of Central Florida events calendar. Finally, the researcher
had a meeting with one of the executive board members for Career Source to pitch the
workshops to their organization, however this individual did not follow back up with the
researcher.

Facilitator Recruitment & Screening
Group facilitators were initially recruited via mass email distributed to CITs enrolled in a
nationally accredited graduate counselor preparation program in a Southeastern state. The
recruitment email provided information for a scheduled interest meeting that included the
purpose of Project P.A.T.H., minimum CIT coursework requirements, a summary of primary
tasks and responsibilities required of potential candidates, and possible workshop dates.
According to the Association for Specialists in Group Work (ASGW) Professional Standards for
the Training of Group Workers (2000), core training for group facilitators should include at least
one graduate course in group work that addresses areas such as group development, group
process, and dynamics, and nature and scope of practice. Therefore, CITs that expressed interest
in facilitating Project P.A.T.H. completed a group course from a counseling program accredited
by the Council for Accreditation of Counseling and Related Educational Programs (CACREP).
In addition, facilitators must have also taken multicultural counseling due to the diverse nature of
the workshop participants (i.e., education level, background, level of income).
CITs that wanted to participate in this study, were asked to send available times for a
virtual interview with the primary researcher following the interest meeting. To ensure CITs
would like to move forward with the facilitator position, interviewees were provided a copy of
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the intervention manual prior to the interview and an opportunity to ask questions during the
interview. The interviews were scheduled for approximately 30 minutes and included interview
questions (Appendix H). The researcher selected individuals to interview based on the following
criteria: (a) previous experience working with diverse populations and (b) public speaking and
presentation skills. Selected CITs were sent a follow-up email by the researcher with the next
steps, including a poll to schedule mandatory facilitator training and sign-up sheets for available
workshops. Though they did not obtain compensation for their participations, CITs were allowed
to document the facilitator training as indirect hours and the group facilitation as their direct
hours for their practicum/internship experiences.

Research Setting
Christian Help Foundation Inc. is a local, non-profit, faith-based organization that offers
employment coaching and job search assistance to those looking for employment. Christian Help
partners with various organizations, such as Goodwill and the CFEC, to host monthly job fairs
with approximately 75-80 partnered employers. Despite the disruption of the COVID-19
pandemic, in 2020 Christian Help was able to assist 4,329 individuals with finding employment
and connected 6,794 job seekers to 243 local employers via job fairs. The researcher plans to
conduct the in-person formats of the study at both Christian Help and HOPE Center’s main site
in a designated conference room, with access to a projector, tables, and space to accommodate
approximately 10 participants, a facilitator, and an observer.
Christian Help services' primarily benefit individuals making less than an average of
$20,000 annually (54.3%) and are unemployed and actively seeking employment (58.6%). Age
demographics include individuals that are 20-25 years of age (20%); 36-45 years of age (24.3%);
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46-55 years of age (31.4%); 56-65 years of age (18.6%); and 65 years of age and older (5.7%).
Regarding the highest level of education, approximately 10% carry high school equivalency
(2.9% GED; 7.1% technical school certification); about 25% of individuals have a high school
diploma (25.7%); 8.6% carry an associate degree; and 30% hold a bachelor’s degree as their
highest degree. The individuals receiving services from Christian Help primarily reside in
Orange (50%) and Seminole Counties (35.7%).
The researcher devised a Statement of Work (SOW) between the primary researcher and
Christian Help Foundation Inc. The SOW included Christian Help’s obligation of their assistant
with recruitment of the study and their ability to provide space for a minimum of seven in-person
workshops. In return, the researcher offered to provide statistical data analysis from the study to
Christian Help, as well as a final presentation of the study to the staff. Specifically, the
researcher met with the Christian Help liaison a minimum of once bi-weekly to discuss the study
and to collaborate regarding recruitment, also included in the SOW.

Virtual Format
For participants that registered to attend Project P.A.T.H. workshops virtually, workshops
were held on the Zoom platform and the primary researcher sent out group links to registered
participants. Workshops were protected with a unique password arranged to ensure the
participants’ confidentiality. Each meeting started with a virtual waiting room, requiring the
facilitator to verify the participants’ identification prior to admitting participants into the
workshop. All participants registered for virtual formats were sent a copy of Zoom etiquette and
confidentiality areas (Appendix I).
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In-Person Format
For participants that registered to attend Project P.A.T.H workshops in-person,
workshops were held at various affiliated locations of Christian Help that were approved by the
Institutional Review Board (IRB). Each workshop was located at a designated room that had
enough space for social distancing among approximately 15 individuals. There was access to a
presentation device (such as an Apple TV or projector) for the co-facilitators to present the
PowerPoints. The facilities also had enough chairs and tables for each participant, for the ability
for participants to take notes. The primary researcher ensured that participants were offered
refreshments and water throughout each in-person workshop and ensured that lunch was
provided.

Data Collection Procedures
During recruitment and throughout the study, the researcher reminded participants that
their participation was voluntary and that they may leave at any time without repercussion. The
researcher informed participants that there was no penalty for leaving the study and ensuring the
confidentiality of their identity and the use of data collected. All participants who remained
throughout the study and completed necessary assessments were provided monetary
compensation for their time, in the form of gift cards. In accordance with IRB regulations, the
value of the gift cards were broken up based on the level of participation for each client. For
every module the client was able to attend, they received $10 and clients received an additional
$20 for completing the post assessments. Therefore, clients that participated in the workshops in
full received $50 gift cards.
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The researcher provided the facilitators with training before their facilitation to increase
treatment fidelity. Training consisted of the orientation of the job search curriculum, reviewing
each module and coordinating handouts, and reviewing information related to individual and
group activities. Facilitators were not compensated for their time; however, they were permitted
to document the training as indirect counseling hours towards their practicum/internship
requirements. Each workshop had a minimum of two CITs responsible for co-facilitating the
three modules as a part of the curriculum. With the exception of one, the researcher was present
at each workshop to answer additional questions or concerns participants may have and provide
further clarity as participants completed the post-intervention assessments.
Before each workshop, the researcher verified that all necessary consent forms and initial
data collection were obtained for each participant. Throughout the workshop, there were
facilitated breaks for participants to increase level of engagement. Following the end of the
workshop, participants were asked to complete post-intervention assessments before receiving
their gift cards. Following the intervention, participants received an email outreach by the
researcher thanking them for their time and provided them with a PDF flyer that they may pass
along to other potential participants.

Group Therapeutic Factors
Group therapeutic factors are essential to incorporate within Project P.A.T.H. due to
emotions and feelings associated with an individual’s unemployment experiences inevitably
arising (Duffy et al., 2016; Flum, 2015). It is common for unemployed individuals to experience
feelings of frustration, disappointment, and hopelessness related to their unemployment
circumstances and these feelings may vary based on the duration and extent of involuntary job
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loss (Niles et al., 2010). Due to the high potential for these feelings to arise during workshops,
CITs must facilitate groups by incorporating group therapeutic factors. According to Yalom and
Leszcz (2005), there are 11 therapeutic factors of therapeutic groups, including (a) installation of
hope; (b) cohesion; (c) universality; (d) altruism; (e) imparting information; (f) interpersonal
learning; (g) development of socializing techniques; (h) imitative behavior; (i) catharsis; (j)
corrective reenactment of the primary family group; and (k) existential factors.

Installation of Hope
The installation of hope is essential to maintaining group members (Yalom & Leszcz,
2005). CITs and workshop peers have the potential to provide encouragement and support for
learned concepts throughout the workshop. CITs are obligated to monitor group processes, such
as nonverbal and verbal interactions, and this obligation is particularly heightened during virtual
groups (Guth et al., 2021). The practice of the learned concepts within the group and individual
activities may add to hope.

Cohesion and Universality
It is common for job seekers to feel alone in their experiences and challenges (Niles et al.,
2010). The group format of the workshop can allow individuals to realize they are not alone in
their job search challenges (Drosos et al., 2021; Klerman et al., 2012). When participants work in
group activities together to support one another, a sense of cohesion develops, and they can
relate more deeply to others. Increased cohesion and a sense of universality can increase relief
and supplement an individuals’ sense of hope (Yalom & Leszcz, 2005).
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Altruism
Reciprocal giving within groups can serve as an internal benefit for participating
individuals (Yalom & Leszcz, 2005). Group reflection questions that are a part of the Project
P.A.T.H. curriculum served as an opportunity for group members to feel valued as they
contribute to the collective group experience.

Imparting Information
Direct information is provided with the psychoeducation curriculum of Project P.A.T.H.
in collaboration with Christian Help to provide group members with the resources for a
successful job search. More recently, group therapy approaches include psychoeducation as a
part of their program. By providing participants with a cognitive structure related to job search,
participants are able to more effectively cope with culture shock that they may experience in a
group. Imparting information also refers to the didactic instruction including detailing the
structure of the group and group rules (Yalom & Leszcz, 2020). There is also indirect imparting
of instruction from other group members, particularly during points of reflection throughout the
workshops, as an attempt for group members to empathetically respond to other members.

Interpersonal Learning
Within groups, interpersonal learning of strengths and limitations are recognized. Group
formats may also include experiential exercises that are aimed at developing various job search
skills and allow a unique opportunity for individuals to practice skills in a safe environment
(Pyle & Hayden, 2015). In particular, the modules intentionally emphasize participants’
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reflection of their skills and abilities and allow participants to practice conveying those traits to
others within group activities.

Development of Socializing Techniques
Unemployment is associated with loss of socialization and connections due to work
serving as a primary environment for socialization behaviors (Blustein, 2012). Participants
engaged in socialization techniques within group activities, providing room for connection and
engagement. Further, participants will be able to obtain interpersonal feedback from coordinating
activities.

Imitative Behavior
Group facilitators serve as influential communicators in the group process and model
appropriate group behaviors. Group participants learn by watching both the group facilitator and
other members’ interactions within the group. In addition, group participants had an opportunity
to imitate job search skills related to self-presentation with the implementation of experiential
activities.

Catharsis
Catharsis refers to the open expression of effect and is vital to the group process. Without
catharsis, the group would mirror a classroom or symposium-like workshop, and thus the
potential for therapeutic change is lost.
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Corrective Reenactment of the Primary Family Group
Group facilitators provided group feedback as a part of corrective reenactment, including
(a) observing the event, behavior, or situations in groups, (b) reporting and sharing the
observation, (c) discussing assumptions of what they think is happening in the group, and (d)
honestly sharing feelings and concerns (Guth et al. 2021). Therefore, during facilitator training,
CITs were trained to accurately address situations that may warrant feedback, particularly in
times of distress.

Existential Factors
Though the group offers a place for support and guidance, it also helps group members
understand that they are responsible for their own lives and choices. Existential factors refer to
group members’ ability to recognize meaning and purpose that they place on their own lives due
to participating in the group, serving as a vital factor to change within groups.

Project P.A.T.H. Intervention
A manualized job search curriculum was used to systematize Project P.A.T.H. and
increase treatment fidelity. The curriculum included psychoeducation surrounding core job
search concepts (i.e., conduct an interview, effectively communication their skills, confidently
sell their skillsets, etc.) and how participants can develop practical job search skills. According to
Smith and colleagues (2015), unemployed individuals often lack appropriate skills and
confidence towards job search; therefore, these individuals engage in these job search activities
unemployed individuals less frequently. Liu (2014) asserted that increasing job search
knowledge increases clarity regarding the process. Individuals who participate in job search
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interventions are twice as likely to increase their employment opportunities. Therefore, the
purpose of the job search psychoeducational group intervention was to increase participants’
knowledge and self-efficacy towards job search to increase their hope towards finding
employment.
Some strategies to assist in increasing individuals’ job search skills include portraying
their skills and experiences, devising a resume and cover letter, conducting an interview, and
including. The vital components to job search are also critical criteria for employers to make
hiring decisions (Burns et al., 2014; Hirsch, 2017; Smart & DiMaria, 2018). Psychoeducational
interventions are a helpful modality for increasing competency of job search skills, so that job
seekers may understand areas that need strengthening. In addition, job search interventions in a
group setting increase job search self-efficacy and job search outcomes due to the increased level
of perceived support (Drosos et al., 2021). Furthermore, group formats allow the facilitator to
provide services to many individuals in need within a shorter period. A limitation of groups is
the potential of member attrition based on socio-demographic differences. Researchers have
found that sociodemographic factors may influence a group's attendance, particularly if a group
member believes they do not fit within the overall group or carry a sense of stigma compared to
the other group members (Firth et al., 2020).
Project P.A.T.H.’s curriculum was originally derived from Christian Help’s Employment
& Training director and designed to address critical factors and challenges related to job search.
The primary objectives of Christian Help’s curriculum were to (a) increase knowledge related to
job search items and concepts (i.e., resumes and cover letters, networking, identifying job leads,
and interviewing); (b) empower individuals to increase confidence towards independently
implementing job search, and (c) increase opportunities for employment. The primary researcher
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adjusted the Project P.A.T.H. to become an interactive curriculum devised of consecutive
modules, including planned objectives, coordinating PowerPoints, group and individual
activities, and guided handouts. Each module begins with an introduction to the module’s topic
and, when applicable, a review of the previous module. Activities included identifying
transferable skills, developing and practicing an elevator pitch, and conducting mock interviews.
Sample psychoeducational group intervention activities can be found in Appendix E.
The researcher employed three types of workshop intervention and formats: (a) 2-day InPerson Workshop Intervention (three total), (b) three-day Virtual Workshop Intervention (three
total), and (c) one-day In-Person Workshop (two total). The two-day workshops (both-in-person
and virtual) content were divided into two portions. The one-day workshops provided the content
within the same day. See Table 1 for proposed intervention formats. The variation in workshops
allows for additional opportunities for participants to attend, particularly those that may have
conflicting responsibilities (i.e., limited childcare, transportation, access to Wi-Fi/internet etc.).
The researcher anticipates some differences in the results due to the types of modalities,
particularly since there is limited interpersonal interaction for virtual modalities. Therefore, the
researcher highly encouraged participants to maintain active engagement with their cameras on
throughout the virtual sessions. Further, there is an increased chance of participant attrition for
the modalities that have an extended period of days, as demonstrated by researchers that have
conducted similar studies (Cmar & McDonall, 2019; Middleton, 2018).
Table 1 The Job Search Psychoeducational Group Intervention Layout
Workshop Type

No. of
No. of
Format
Workshops Participants

Length of Time

2-Day Workshop Intervention
2-Day Workshop Intervention
1-Day Workshop Intervention (Saturday)

3
3
4

4-4.5 hours per day
4-4.5 hours per day
9 hours per day

19
10
6
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Virtual
In-Person
In-Person

The first module focused on introductions, explaining the goals of the intervention and
the study, and core concepts of networking and job search tactics. In addition, the researcher
reviewed the informed consent and collected the pre-intervention assessments from any
participants that have not fully completed them. The second module focused on a brief review of
the first module and an introduction to building resumes and cover letters. The third module
focused on reviewing the second module and introducing the elevator pitch and interviewing.
Table 2 details job search psychoeducational group intervention’s curriculum per the three group
sessions.
Table 2 Project P.A.T.H. Curriculum per Group Session
Module

Objectives

Module 1 - Networking &
Job Search Tactics

After completing this module, participants will demonstrate:
• Increased levels of job search knowledge related to
networking.
• Increased ability to develop networking strategies by
identifying potential settings and creating goals.
• Increased ability to appropriately engage in
networking via social media platforms by identifying
professional protocol.

Module 2 – Building
Resumes & Cover Letters

After completing this module, participants will demonstrate:
• Increased job search knowledge related to creating a
resume and cover letter by attending to the
PowerPoint presentation.
• Increased ability to communicate transferable skills
by identifying their past experiences and applying
them to job descriptions.
• The ability to devise improved resumes and cover
letters to increase job search self-efficacy.

101

Module 3 – Elevator Pitch &
Interviewing

After completing this module, participants will demonstrate:
• Increased understanding of basic concepts of an
elevator speech to increase job search knowledge.
• Increased ability to identify their professional
characteristics related to their past job experiences.
• Increased ability to effectively verabalize of an
elevator speech and ability to conduct an interview.

Throughout each module, participants were asked intentional reflection questions to
assist with the development of TF, an adjunct modality to augment the psychoeducational
aspects of the group. Groups are most effective when group leaders take advantage of
incorporating group process principles (Burlingame, 2017). Processing is defined as “activity in
which individuals and groups regularly examine and reflect on their behavior to extract meaning,
integrate the resulting knowledge, and thereby improve functioning and outcome” (Ward &
Litchy, 2004, p. 84). The goal of reflection is to produce group process commentary, which helps
identify what a group may be emphasizing, ignoring, or suppressing. Table 3 details the group
TF that are implemented within Project P.A.T.H.
Table 3 Group Therapeutic Factors in Project P.A.T.H.
Factors

Intervention Tasks/Concepts

Reflection Questions

Cohesion
Universality
Altruism
Catharsis

PowerPoints and
Videos

Installation of Hope
Imparting Information
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Individual and Group
Activities

Altruism
Interpersonal Learning
Development of Socializing Techniques
Imitative Behavior

Group Facilitators

Installation of Hope
Imparting Information
Corrective Reenactment
Imitative Behavior

Project P.A.T.H. Manual
Treatment fidelity refers to strategies that monitor and enhance the accuracy and
consistency of an intervention (Smith et al., 2007). Incorporating treatment fidelity measures
assists the researcher in ensuring the intervention is implemented according to plan and that each
component is delivered similarly to all participants over time. To promote consistency in
implementing the Project P.A.T.H. intervention and improve treatment fidelity, the researcher
utilized an intervention manual for this study (Appendix E). The manual consisted of facilitator
guidelines, a detailed layout of the intervention curriculum, coordinating workshop PowerPoints
and resources, and additional information related to details of the study. The researcher proposes
each facilitator be provided a paper and digital copy of the intervention as a part of their training.
The introduction of the manual informed the reader of the nature and scope of Project
P.A.T.H, as well as background concerning the Christian Help organization and the primary
population they serve. The primary purpose of the introduction was to provide the facilitator with
essential details regarding the setting, staff, and potential participants they will be interacting
with as a part of the Christian Help and HOPE Center organizations. The facilitator guidelines
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provided information about the (a) objective of the workshop, (b) workshop formats, and (c) a
general breakdown of each module.
Project P.A.T.H. included a combination of three psychoeducational and interactive
modules to explain essential job search items and the components of each. The typical schedule
for each module includes introducing the module, running through coordinating PowerPoints,
and engaging in individual and group activities. The modules are intentional and sequenced so
that they build upon one another and allow learned skills from previous modules to be utilized
and practiced again in the following modules.

Role of the Group Facilitators
In addition to disseminating the job search curriculum, Project P.A.T.H. facilitators
managed group processes. Facilitators commentary were ongoing and systematic, including four
main components: (a) provided an appropriate level of initial structure to support member
engagement; (b) invited members to spontaneous interaction and influence by supporting,
exploring, and communicating their reactions; (c) worked to encourage engagement at the
interpersonal level and reflection of the process related to internal experience, interpersonal
reactions, and the whole group process; and (d) gave specific instructions to help members
understand and engage effectively in group process (Ward & Litchy, 2004). Best practices for
facilitating groups included (a) having a processing schedule, (b) allowing room for open
processing, and (c) evaluation and follow-up processing (Thomas & Pender, 2008). Therefore,
Project P.A.T.H. included designated reflection times throughout the curriculum for the
facilitator to open to the group. As a form of evaluation, following each module, the facilitator
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opens the floor for final reflection that includes an opportunity for group members to share
takeaways and ask final questions.

Group Psychoeducational Interventions
Psychoeducation is a learning intervention emphasizing proactively developing goals to
enhance well-being and develop participants’ psychological skills, resilience, and coping
resources (Griffith, 2020). Though they draw on psychotherapeutic approaches,
psychoeducational interventions have a clear educational emphasis, where participants are
students, and the therapist takes on the facilitator role (Van Daele et al., 2012). Specifically,
group psychoeducational interventions provide participants an opportunity to receive mutual
support and discover coping strategies from each other. Facilitators delivering psychoeducational
interventions require a positive attitude and belief that individuals have the capacity for learning,
growth, and change. Further, group the participants should hold the ability to engage in nonhierarchal dialogue and work collaboratively with participants (Van Regenmortel, 2009). Within
the study, the researcher a psychoeducational intervention to learn to obtain resources to engage
in the independent job search. Group career counseling formats may also include experiential
exercises that are aimed at developing various job search skills and allow a unique opportunity
for individuals to practice skills in a safe environment (Pyle & Hayden, 2015). The researcher
utilized group formats to increase the level of support for participants, with the role of a
facilitator serving as an active agent to aid participants in working collaboratively.
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Experiential Learning Theory
Psychoeducation interventions are typically grounded within the framework of cognitive
and behavioral approaches. For this study, to ensure behavioral change, the researcher’s training
approach is based on experiential learning theory (ELT; Kolb, 1984). Core foundational
propositions include: (a) learning is a holistic process of adaptation, (b) learning results from
transactions between an individual and the environment, and (c) learning is the process of
creating knowledge (Kolb & Kolb, 2011). According to Kolb (1984), learning is a process
created through experience and portrayed as an idealized learning cycle consisting of (a)
concrete experiences, (b) reflection, (c) abstract conceptualization, and (d) acting. Individuals
that engage in ELT observe concrete experiences, serving as the basis for reflections. Abstract
concepts are derived from reflections, and new implications are drawn from the action. Together
these implications are the guidelines for creating new experiences.
The job search intervention areas within the study reflect theoretical constructs of
experiential learning. The individual and group activities aid participants in developing concrete
experiences related to job search tasks and the ability to reflect on incorporating learned skills.
Active engagement in the learned content will allow for the participants to create new
experiences and develop an understanding of how to engage in an independent job search.
Similar researchers have utilized experiential learning theory as the foundation of job search
training approaches. They have incorporated areas such as demonstrating real-life examples of
tasks (i.e., practical skills for interviewing, networking, and creating a resume) and having
participants practice and apply learned concepts within the intervention (Hulshof et al., 2020;
Middleton, 2018).
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Facilitator Training Procedures
Selected group facilitators were required to attend a mandatory facilitator training to
ensure they are implementing the curriculum for Project P.A.T.H. and facilitating therapeutic
group factors. According to ASGW’s Core Training Standards (2000), group facilitators receive
group training related to (a) nature and scope of practice, (b) assessment of group members and
their social systems, (c) planning group interventions, (d) implementation of group interventions,
(e) leadership and co-leadership, (f) evaluation, and (g) ethical practice, best practice, diversitycompetent practice. Therefore, the facilitator training reviewed each of these core areas related to
facilitating workshops for Project P.A.T.H.
Facilitator training consisted of a four-hour training among the researcher and the
facilitators that took place virtually via the Zoom platform. Training included an introduction to
the Project P.A.T.H. intervention manual, information concerning the background of Christian
Help Foundation Inc. and the individuals they serve, and a review of the three modules and
coordinating PowerPoints. The researcher introduced the concept of treatment fidelity and
elaborated on the significance for facilitators to follow the module curriculum asset in the Project
P.A.T.H. manual. The final portion of training included opportunities for questions regarding
facilitator questions or concerns. Upon completion of the training, the Job Search Knowledge
Scale (JSKS) was administered to trainees to ensure they adequately understand the concepts of
each module and are equipped to facilitate. The fidelity measure included the Job Search
Knowledge Scale, a 60-item assessment that consists of the key ideas from each module (see
Instruments section). Facilitators will need to obtain a minimum of an 80 percent passing rate to
continue as a facilitator with the intervention. Selected facilitators were not be compensated for
their time; however, they were provided the opportunity to document their facilitation hours
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toward their direct group hour requirement for their clinical practicum criteria. ASGW and
CACREP training standards require that CITs obtain a minimum of 10 group hours of
experience, including the option to serve as a group leader (ASGW, 2000; CACREP, 2016).

Fidelity Checks
During facilitator training, the primary researcher reviewed fidelity checks with
facilitators. To ensure the fidelity of the intervention, the primary researcher developed a Fidelity
Checklist (Appendix F). For each workshop that was conducted, an observer was assigned to
observe the intervention and complete the checklist accordingly. For this study, researcher served
as the observer for all workshops since there were enough CITs to facilitate each workshop.
However, should the CITs have conducted the observations, they may have documented them as
indirect hours part of their practicum or internship.

Research Questions and Hypotheses
This investigation aims to examine job seekers’ job search self-knowledge, self-efficacy,
and employment hope who participate in Project P.A.T.H. Data collected from this study helps to
provide further analysis of effective practices for job search intervention outcomes. This study
aims to measure anxiety levels pre-intervention and to measure job search knowledge, selfefficacy, and hope of participants at two points in time: (a) pre-intervention and (b) postintervention. The primary research hypothesis and the research questions are listed below.
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Research Hypotheses
The research hypotheses for this current study include: (a) Individuals who have been
unemployed for more extended periods will have increased levels of anxiety (as measured by the
PROMIS Emotional Distress - Anxiety - Short Forms, 2004); (b) Individuals who participate in a
Project P.A.T.H. will have increased levels of job search knowledge (as measured by the Job
Search Knowledge Scale [JSKS; Liptak, 2004]), job search self-efficacy (as measured by the
Career Self Efficacy Scale [CSES; Solberg et al., 1994]), and employment hope (as measured by
the Short Employment Hope Scale [EHS-14; Hong & Choi, 2014]); and (c) Individuals who
participate in Project P.A.T.H. will have increased scores group factors (as measured by the
Therapeutic Factors Inventory – Short Form [TFI-S; Joyce et al., 2011]) related to job search
knowledge, job search self-efficacy, and employment hope.

Research Questions
The research questions (RQ) guiding this investigation are as follows:
RQ1: To what extent do individuals’ levels of job search knowledge, job search selfefficacy, and employment hope change due to participating in Project P.A.T.H., a
psychoeducation intervention?
RQ2: What is the relationship between participants’ group therapeutic factors scores and
their levels of job search knowledge, job search self-efficacy, and employment hope?
RQ3: To what extent can job search knowledge, job search self-efficacy, and
employment hope be predicted by participant demographics (e.g., age, race/ethnicity,
gender, level of education) and pretest scores?
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Instrumentation
The researcher incorporated six self-report assessments: (a) the demographic
questionnaire, (b) the PROMIS Emotional Anxiety Short Forms (2004), (c) the Job Search
Knowledge Scale (JSKS; Liptak, 2004), (d) the Career Self Efficacy –Scale-Revised (CSES;
Solberg et al., 1994), (e) the Short Employment Hope Scale (EHS-14; Hong & Choi, 2014), and
(f) the Therapeutic Factors Inventory-Short Form (TFI-S; Joyce et al., 2011). Data collection
measures were provided electronically to participants at two points throughout the study. As a
part of the screening, participant demographics and contact information will be collected from
participants before the intervention. All assessments will be collected from participants at the
beginning of the intervention, except the TFI-S. Post-intervention, participants will complete
assessments again, except for the Emotional Distress - Anxiety - Short Form, as this serves as a
baseline for an exploratory question.

Demographic Questionnaire
The researcher created a demographic questionnaire to document participants’ ages,
race/ethnicity, gender identification, level of education, and details concerning the most recent
loss of employment (Appendix D). Additionally, the researcher included items pertaining to
approximate hours for job search, primary platforms for job search, and previous outreach
related to job search. The demographic questionnaire was reviewed by the university’s IRB and
dissertation committee.
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PROMIS Emotional Anxiety Short Forms
The PROMIS Emotional Anxiety Short Forms is a total scale assessment created from a
project funded by the National Institutes of Health (NIH) Patient-Reported Outcomes
Measurement Information System (PROMIS) Roadmap initiative (PROMIS; Cella et al., 2007).
The PROMIS program was designed to develop, validate, and standardize item banks to measure
medical professionals' patient-reported outcomes (PROs) (Cella et al., 2007). According to the
PROMIS assessment, anxiety is referred to as “autonomic arousal and experience of threat”
(PROMIS, 2009, p. 4), and the scale measures self-reported fear, anxiety, hyperarousal, and
somatic symptoms related to arousal (PROMIS, 2019).
The adult anxiety assessment is for individuals at least 18 years of age. It consists of
seven total items that focus on anxiety levels (see Figure 1), utilizing a 5-point Likert scale for
each item. Participants can select from “1 = never” to “5 = always” based on their own selfevaluation of experiencing the statement for each item. Items for the scale include statements
such as, “In the past seven days I felt fearful…”, “In the past s days I felt anxious…”, and “In the
past seven days I felt uneasy”. The PROMIS is measured with a standardized normative T-score
of 50 and a standard deviation of 10. Measures of 55-60 are considered mild distress; 60-70
moderate distress; and scores at 70 or above as severe distress (Cella et al., 2010).
In a study that measured quality of life disruptions for 204 cervical cancer patients, the
PROMIS anxiety short-form scale was measured for internal consistency at three points in time:
(a) baseline, (b) 4-month assessment, and (c) 9-month assessment, identifying strong internal
consistency reliability all three points (α = .96, .95, and .95 respectively; Wilford et al., 2018). In
addition, Wilford and colleagues (2018) measured evidence of the validity of the short form
scores, calculating the Spearman rank correlation between items, and found an average of .73.
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Overall, researchers found that the PROMIS Anxiety Short Form reliably and validly assesses
emotional distress (Wilford, 2018). The PROMIS anxiety short form has heavily been utilized in
the medical profession, looking at mental health regarding individuals suffering from medical
illness and diseases (Iyer et al., 2019). While the PROMIS has been utilized to analyze change
over time previously, this is the first documented study where the PROMIS anxiety scale has
been utilized for a job workshop psychoeducational intervention.
1
2

3
Level of
Anxiety

4
5

6
7

Figure 1 PROMIS Anxiety Scale Factor Analysis
Job Search Knowledge Scale (JSKS)
The JSKS (Liptak, 2012) was initially published in 2005 and is a brief assessment
instrument used to measure the level of knowledge with a specific focus on the job search
process. Liptak (2012) explained that the transition from job loss to job search is a critical
change, mainly due to the drastic change in job search over the past decade. Researchers estimate
that individuals will have had a minimum of twelve different jobs in their lifetime compared to
previous years (Meister, 2017). The theoretical premise of the JSKS is that job seekers need to be
knowledgeable regarding their approach to the job search process to increase their opportunities
for employment (Liptak, 2005). In developing the JSKS, Liptak (2005) conducted a thorough
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review of the literature surrounding job search training and consulted with various career
counseling services (i.e., government-funded training programs, rehabilitation counseling
programs, and private outplacement and career counseling businesses). Following item
development, each item was reviewed and edited for clarity and appropriateness and screened to
eliminate any potential reference to sex, race, culture, or ethnic origin.
The JSKS Third Edition is a self-administered test with five subscales for a total of 60items, including (a) Identifying Leads, (b) Direct Application to Employers, (c) Resumes and
Cover Letters, (d) Employment Interviews, and (e) Following Up (Meyer, 2013; see Figure 2).
The JSKS can be provided online or via paper-and-pencil with the option for self-scoring and
written at an 8th-grade reading level. The JSKS is a dichotomous answer response format with
each of the subscales ranging from 0-12 total points (one point per item). A score range of 0-3
represents little knowledge; 4-8 represents some knowledge; 9-12 represents a great deal of
knowledge (Liptak, 2004). Using a database of more than 150 adult clients from private and
community agencies, Liptak (2012) conducted reliability tests, including alpha coefficients and
test-retest correlations. Results of the tests provided evidence of strong internal consistency for
each subscale, including (a) identifying leads (Scale 1; α = .75); (b) direct application to
employers (Scale 2; α = .82); (c) resumes and cover letters (Scale 3; α = .90), (d) employment
interviews (Scale 4; α = .84), and (e) following up (Scale 5; α = .91; Liptak, 2012). One month
following the initial test, 100 adult clients retook the assessment for researchers to measure the
test-retest correlation, identifying strong reliability ranging from the lowest for Scale 1 (α = .79)
to the highest for Scale 5 (α = .90). Finally, the JSKS was tested for concurrent validity in a
sample of 105 adult clients, with the strongest correlation of the example being .47 between
Identifying Job Leads (Scale 1) and Employment Interviews (Scale 4). Therefore, the low
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correlation among scales provides evidence of individuality with each of the five concepts
intended for the instrument.
The JSKS has been utilized in many studies, including pre-and post-test research designs
related to job search programs and interventions. Job search knowledge is a construct proven that
to increase within a short timeframe (Cmar and McDonnall, 2021; Joutras, 2011; Middleton,
2018). In a study that observed the effectiveness of a Three-Module Job Training Intervention,
Middleton (2018) sought to examine the increase of job search knowledge utilizing the JSKS in a
3-day training (e.g. totaling 15 hours) for individuals living with disabilities. Testing a sample of
26 participants, Middleton (2018) provided the JSKS to participants before and after the 3-day
job training and found a significant increase over time, t (25) = -2.12, p = .045, with a 95%
confidence interval (CI = -4.86, -.06). Joutras (2011) conducted a study reviewing job search
knowledge among CARF (Commission of Accreditation of Rehabilitation Facilities) ExemplaryRated evaluation programs among individuals living with disabilities. Using the JSKS for a
pretest/post-test design (n = 50), Joutras (2011) found a significant difference between
participants' scores (p < .05). The Cronbach’s reliability test results demonstrated strong
reliability for the full scale (α = .855).
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Figure 2 Path Diagram for Job Search Knowledge Scale (JSKS)
The Career Self Efficacy Scale (CSES)
The CSES (Solberg et al., 1994) was designed to assess how individuals feel confident in
completing formal job search tasks such as identifying potential employers and interviewing.
The CSES has four subscales: (a) Job Search Self Efficacy (14 items), (b) Interviewing Self
Efficacy (8 items), (c) Networking Self Efficacy (8 items), and (d) Personal Exploration Efficacy
(5 items). The CSES is comparative to Taylor and Betz’s (1983) categories identified in their
Career Decision Making Self Efficacy scale (CDMSE, i.e., self-appraisal, occupational
information, and planning). The original CSES consisted of 72 items that underwent pilot testing
and were then reduced to 35-items. The targeted population for the CSES is individuals initially
entering the workforce, re-entering the workforce, or changing jobs or careers (Solsberg et al.,
1994).
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The CSES is a self-reported assessment using a 10-point rating scale, with each item
rating from “0 (very little)” to “9 (very much). Sample items begin with the phrase “How
confident are you in your ability to:” and include, “Utilize your social networks to gain
employment,” “Conduct an information interview,” and “Identify and evaluate your career
values.” In a study that aimed at measuring the validity of the CSES (n = 191), researchers
conducted a component analysis of the subscales, and results ranged from .48 to .73. The internal
reliability was measured using Cronbach’s alpha, resulting in yielded estimates of .97 (full scale)
.95 (job search self-efficacy), .91 (interviewing self-efficacy), .92 (networking self-efficacy), and
.87 (personal exploration efficacy; Solsberg et al., 1994). In another study that reviewed the
correlation between self-efficacy and job search intensity, researchers utilized the CSES to assess
145 unemployed participants that participated in an 18-week longitudinal study (Wanberg et al.,
2005). Researchers found an internal consistency of .86 for the overall CSES scores.
According to Bandura (1986) mastery of experiences are the most vital component to
increased self-efficacy (Solsberg et al., 1991). Therefore, the practice of job search skills and
task can increase one’s beliefs in their ability to job search. Researchers have demonstrated the
ability for the level of job search self-efficacy to increase within a short timeframe, particularly
when incorporating constructs that facilitate learned concepts. Cmar and McDonall (2019)
conducted a 5-day job search program for post-secondary students for youth with visual
impairments (e.g., totaling 20 hours). The training included small group exercises, discussions,
and role-plays. Researchers found increases in job search self-efficacy from pretest to posttest.
Further, they found the main effect for the time factor was significant [F(2, 39) = 7.65, p = .002,
η2 = .28; Cmar & McDonall, 2019). Therefore, the researcher hypothesizes significant increases
with the present study, particularly with the integration of job search activities.
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Figure 3 Path Diagram for Career Self Efficacy Scale
The Short Employment Hope Scale (EHS-14)
The EHS (Hong, 2009) was the originally developed to assess psychological selfsufficiency for low-income job seekers. The EHS was created based on the premise that the
process of maintaining hope towards the outlook of employment can contribute to the jobseekers level of self-sufficiency (Hong et al., 2014). The EHS scale differs from former
vocational and workforce scales. Many of them have been developed using a theoretical
approach by combining other scales and applying them to the context of employment and career
development. The original EHS scale was constructed using a 24-item survey instrument,
measuring six dimensions (i.e., self-worth, perceived capability, futuristic self-motivation, skills
and resources, and goal orientation) and utilizing an 11-point Likert system for each item of the
scale.
Based on theoretical findings from a qualitative study (Hong, 2009) and a model
modification process, the EHS-14 scale was condensed to a 14-item instrument measuring four
dimensions, including (a) psychological empowerment (4 items), (b) futuristic self-motivation (2
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items), (c) utilization of skills (4 items) and resources, and (d) goal orientation (4 items; Hong et
al., 2012). For each EHS-14 item, participants can select from “0 = strongly disagree” to “10 =
strongly agree” based on their self-evaluation of experiencing the statement. EHS-14 items
include statements such as, “I feel energized when I think about future achievement with my
job,” “I am on the road toward my career goals,” and “I am able to utilize my skills to move
toward career goals.” Figure 4 provides a factorial model of the four dimensions measured in the
EHS-14 scale.

Figure 4 Path Diagram for EHS-14 (Hong et al., 2014)
Based on the evidence of reliability and validity of the EHS-14 scores, the measure has
been demonstrated to be a robust assessment. Using multisampling CFA, researchers found that
the modified 14-item four-factor model demonstrated a strong fit according to the fit indices
(RMSEA = -.021, CFI = .020, NNFI = .024, AID = -115.194; Hong et al., 2014). Using

118

Cronbach’s alpha coefficient to determine reliability, researchers found evidence of strong
internal consistency including for the entire scale (α = .934), as well as for the subscales of
psychological empowerment (α = .903), futuristic self-motivation (α = .648), utilization of skills
and resources (α = .931), and goal orientation (α = .863). To assess convergent validity,
researchers selected two theoretically similar measures, including the New General Self-Efficacy
Scale (Chen et al., 2001) and the Rosenberg Self-Esteem Scale (Blaskovich & Tomaka, 1991),
identifying strong evidence of convergent validity with self-efficacy (r > .42, p < .01), as well as
self-esteem (r > .33, p < .01).
A strength of the EHS-14 is that it serves as an alternative assessment tool for
discouraged individuals experiencing unemployment and has been referenced in a substantial
number of intervention-based studies. Another advantage of the EHS-14 is that it has been
utilized among culturally diverse populations (Hong et al., 2016). One of the limitations of the
EHS-14 is the ambiguity regarding if it is a cognitive or non-cognitive scale. The authors share
that the assessment may be deemed cognitive if measured at one point in time or noncognitive
when looking at change over time (Hong et al., 2014).

Therapeutic Factors Inventory-Short Form (TFI-S)
The Therapeutic Factors Inventory-Short Form (TFI-S) is a 19-item, self-report
instrument that measures therapeutic factors (TF) within groups (Joyce et al., 2011). The
theoretical assumption of the TFI-S is based on Yalom’s theoretical framework surrounding the
11 TFs that operate within all groups. Despite previous researchers demonstrating strong
reliability for the original Therapeutic Factors Scale, a primary limitation was its length
containing 99-items (MacNair-Semands & Lese, 2000). Further, researchers have found
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supporting literature of overlap among TFs. The TFI-S was developed based on this premise
(Joyce et al., 2011; MacNair-Semands & Lese, 2000). The TFI-S is designed to assess the
presence of higher-order group TF factors in four subscales, including (a) installation of hope
(four items), (b) secure emotional expression (seven items), (c) awareness of relational impact
(five items), and (d) social learning (three items; Canby et al., 2021; Joyce et al., 2011). There is
a seven-point Likert scale ranging from “strongly disagree” to “strongly agree” for each item.
The TFI-S has a minimum score of 19 and a maximum score of 133.
Researchers used the TFI-S when assessing the relationship between LGBTQ+ young
adults’ (ages 18–24) group therapeutic factor scores and individuals’ participation in a strengthbased group counseling intervention (Ali & Lambie, 2019). Researchers were interested in
exploring the correlation between group TF and several factors of participants (i.e., adaptive
coping, maladaptive coping, social support number, social support satisfaction, collectivistic
growth, and individualistic growth). The group participants obtained an 8-hour group counseling
intervention to assist with their coming out process. Researchers found sound internal
consistency reliability for each of the subfactors including Instillation of Hope (r = .90), Secure
Emotional Expression (r = .85), Awareness of Interpersonal Impact (r = .79), and Social
Learning (r = .66; Ali & Lambie, 2019). Further, researchers identified a statistically significant
correlation between TF and their outcome variables [F (24, 57.03) = 2.15, p < .01]. The
statistical data combined with the content of the instrument suggest the TFI-S is an appropriate
measure to utilize within group interventions.
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Mitigating Threats to Validity
Threats to internal validity have the potential to influence researchers’ ability to state that
the independent variable causes an effect on the dependent variable (Boudah, 2011). Though
multi-group designs may alleviate some threats to internal validity, there are additional factors
that can threaten the internal validity of an experimental study (Gall et al., 2007). The following
threats to internal validity for the investigation are reviewed next, (a) experimental mortality, (b)
instrumental fatigue, and (c) treatment fidelity. In addition, ecological factors were a potential
threat for external validity.

Experimental Mortality
Experimental mortality refers to the loss of participants that began with the intervention
at baseline (Franciosca, 2012). When participants discontinue a study before its completion,
there’s an increased risk that measured differences may be more related to the individual
characteristic differences between those who remained in the group as opposed to those who
decided to leave. To minimize the level of experimental mortality, measures will be taken to
encourage participant retention, including (a) linking the intervention to trusted organizations
known to participants; (b) offering accessible times, locations, and platforms for the varying
participants (i.e., single parents, those without reliable transportation, etc.); (c) ensuring
facilitators have prior experience and training in creating an empathetic, non-judgmental
atmosphere for those that are unemployed; and (d) providing frequent reminders the day before
via email.

121

Instrumental Fatigue
A common threat to internal validity is participants’ tendency to alter their responses to
instruments over time due to becoming bored or tired with filling out assessments (Boudah,
2011). Therefore, the researcher selected short-form versions of instruments for those available
assessments (e.g., the PROMIS Anxiety Short Form, the CSSE, and the EHS-14) to reduce the
total time participants will need to spend filling out paperwork before and after the intervention.
In addition, the researcher provided lunch, refreshments, and incentives during the completion of
the intervention.

Treatment Fidelity
Treatment fidelity is an essential consideration in this study as the researcher and
volunteer facilitators need to adhere to the specifications of the intervention to ensure the effects
of the intervention are adequately being measured (Gall et al., 2007). Based on the
recommendations provided by Gall et al. (2007), treatment fidelity is maximized in the following
ways: (a) providing a manual with instructions as to how to implement the intervention along
with standardized curriculum (Appendix D); (b) standardized in-person training with the
volunteer facilitators; and (c) creating a session checklist to verify uniformity in the application
of the group curriculum (Appendix F). The checklist is subjected to an external audit to minimize
the potential for researcher bias.
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Ecological Validity
A common goal of the ability to apply findings and extend generalizability (Holleman et
al., 2020). Regarding ecological validity, treatment integrity is in question, or the extent to which
the intervention was implemented as intended (Gall, 2007). According to Schmuckler (2001),
one of the dimensions of ecological validity is evaluating the nature of the experimental task. To
minimize threats to ecological validity, the researcher a standardized job search psychoeducation
group intervention with specific learning objectives and corresponding curriculum. However, the
Christian Help environment may have influenced results. For instance, the organization is faithbased and holds religious beliefs and values. Further, adjustments may need to be made to the
curriculum to increase cultural relevance and developmental appropriateness based on the
demographics of participants that register (i.e., age, reading level, etc.). To increase fidelity, the
researcher provided a detailed description of implementation procedures to facilitators, a
procedure checklist to improve clarity and consistency, and visited the site and Zoom links
several times throughout the intervention to report any unforeseen threats to ecological validity.
As a part of the procedures for facilitators, the researcher has developed objectives for each
module and designated PowerPoints and activities to ensure that each group is similar in design.
Facilitators were required to attend a training to review the intervention procedure and will be
assessed for understanding.

Data Analysis
The researcher used the IBM Statistical Package for Social Sciences (SPSS) Version 25
software package to analyze the data for this study. To examine if psychoeducational group
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intervention (i.e., treatment condition) influences the three dependent variables (i.e., job search
knowledge, self-efficacy, and hope total scores) over time, the researcher analyzed the data using
a dependent t-test. A dependent t-test was selected due to multiple dependent variables being
measured at different points in time for within-subject factors (Rencher & Christensen, 2012).
Additional descriptive data include baseline anxiety levels, and data from the demographic
questionnaires include age, ethnicity, identified gender, identified level of SES, prior income
level, and primary employment.
The researcher cleaned the data before data analysis, checking for missing or incomplete
data and outliers. In addition, the researcher observed for dependent t-test assumptions, including
(a) level of measurement, (b) independence, (c) normality of distribution, and (d) absence of
outliers (Hahs-Vaughn & Lomax, 2020). One of the most critical aspects of interventions is the
threat to validity concerning sample attrition. Both measurement attrition and participant attrition
can impact the validity of the study. To prevent these threats, the researcher implemented
incentives to increase the chances for participants to remain in the study (Dillman et al., 2014).
There are conflicting perspectives towards monetary incentives; while some researchers believe
it can increase participation, others believe it may negatively influence participants' decisions
towards the study. Despite differing views, given the unemployment status of participants, the
researcher felt it best to provide $50 gift card incentives to participants and lunch for each inperson intervention.
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Ethical Considerations
Ethical considerations have been identified towards the research process to ensure the
study is compliant with legal, institutional, and ethical standards. The following safeguards were
employed to ensure the investigation is conducted ethically:
1. Anonymity and confidentiality of participant information and data collected.
2. All study materials, including the job search psychoeducation group intervention
curriculum, informed consent, and assessments, were approved by the university IRB,
dissertation co-chairs, and committee members prior to implementation of the
intervention. A copy of the informed consent is provided in Appendix B.
3. Participants were fully informed of their rights regarding involvement in the study,
including their ability to withdraw from the study at any time without penalty.
4. Participants are informed of their rights, including the voluntary nature of the
intervention and allowance to leave the study at any time without consequence.
5. Partial incentives were provided for those unable to complete the study in its entirety so
they will not feel the pressure to complete the study fully should they want to withdraw.
This was also a part of the university’s IRB requirements for the study.

Limitations
While the researcher took efforts to standardize intervention methods and mitigate threats
to external and internal validity, as with many investigations, limitations still existed for the
present study. First, the in-person intervention portions of the study took place at Christian
Help’s leading site, and it is possible that the unique characteristics of the non-profit organization
and its environment can impact outcomes. An additional limitation is that the recruitment
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strategy included registered participants from Christian Help, potentially serving as selection bias
and limiting potential individuals that meet the criteria from participating in the study. Additional
limitations include the design of the study in implementing a quasi-experimental design. The
study design lacks a control group compared to the experimental groups (Bernal et al., 2018).
However, the researcher decided to forgo a control group to not turn away individuals in need,
given the severity of consequences that are associated with unemployment.

Chapter Three Summary
This chapter reviewed the research methods for the investigation that examined the
influence of a three-module job search psychoeducational group intervention for unemployed
individuals’ levels of (a) job search knowledge, (b) job search self-efficacy, and (c) hope. This
chapter provided information on the research design, procedures, population, and curriculum.
Additionally, the research questions, methods of analysis, and details on instrumentation were
presented. Finally, the ethical considerations and limitations of the study were discussed.
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CHAPTER FOUR
In chapter four, the researcher presents the results of the research hypotheses and research
questions of this investigation. This study primarily aimed to examine individuals' self-reported
measures of job search knowledge, job search self-efficacy, and employment hope to analyze
change over time after participation in Project P.A.T.H. The study also sought to measure the
participants’ baseline level of anxiety prior to the intervention and group therapeutic factors postintervention. In addition, the researcher collected the participants’ demographic data to have a
better understanding of additional factors that may influence the study’s results such as age,
race/ethnicity, gender, and level of education. Further, the researcher assessed if there was a
relationship between participants’ group therapeutic factors scores and their levels of job search
knowledge, job search self-efficacy, and employment hope.
The researcher utilized a dependent t-test to measure the change in scores over time
across pretest (prior to the start of the workshop) and post-test (following the conclusion of the
workshop). In addition, the researcher utilized a multiple regression to predict outcomes of test
scores and to observe relationships of variables, including total scales and subscales. In Chapter
4, the following areas of the study are reviewed: (a) research design, (b) sampling and data
collection methods, (c) participants’ descriptive data, (d) reliability of instruments, (e)
preliminary data analysis procedures and assumption testing, and (f) data analyses and results for
primary research questions.

Research Design
This study utilized a quasi-experimental research design. Experimental designs are the
most robust method of determining the relationship between independent and dependent
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variables (Gall et al., 2006). Due to the ethical concern of withholding job search resources to
individuals who sought assistance, the researcher utilized a multi-group quasi-experimental
design (Shadish et al., 2002). Although causal inferences cannot be made without a randomized
control group, the inclusion of multiple measurement points and the presence of several
intervention sites increases the methodological rigor of quasi-experimental designs (Handley et
al., 2018).
Characteristics for inclusion to participate in this investigation included: (a) at least 18
years old, (b) currently unemployed, (c) involuntarily unemployment, and (d) fluency in the
English language. The researcher recruited participants through collaboration with Christian
Help Foundation Inc. and their partnered organizations (i.e., Goodwill). During the intervention,
the primary researcher and group facilitators explained the details of the study including the
inclusion criteria, purpose of the study, and potential benefits and risks associated with
participating. Potential participants were provided an opportunity to ask questions about the
study and were provided detailed informed consents prior the start of the intervention.

Data Collection
The researcher received Institutional Review Board (IRB) approval in February 2022.
Data collection took place between February and May of 2022. Data was collected from
participants at three points in time: (a) pre-intervention, (b) post-intervention, and (c) 30-day
follow-up. Participants who completed the data collection assessments took approximately 25
minutes total, including all assessments from each data collection point. At each measurement
point, participants identified themselves by entering and reentering their emails in the
appropriate entry on the Qualtrics forms. Although physical forms were provided for additional
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accessibility, no participants opted to complete the physical forms and therefore all forms were
completed electronically through Qualtrics. All data was stored on the researcher’s passwordprotected computer in a password-protected file. Participants were provided incentives based on
level of completion throughout the study, including $10 for each module they attended and an
additional $20 for completing the post-workshop assessments. Following 30 days post workshop,
participants were asked to complete the follow-up assessment and were provided an additional
$5 gift card if completed.

Sampling
The population for this investigation included adults that were unemployed in a
Southeastern state. For recruitment, the primary researcher utilized convenience sampling from
the Christian Help Foundation Inc. organization and partnered organizations. The researcher had
flyers and brochures passed out at local job fairs, sent targeted emails to Christian Help jobseeking registrants, and spoke with several potential participants about the study. In addition,
study details were announced via email distribution lists and announcements were posted on
career counseling center platforms and at mental health clinics. Participants were also referred on
an individual basis to participate in the investigation.
Those interested were provided links to complete registration, which included reviewing
the informed consent and initial assessments. As a part of the IRB agreement, the requirement to
sign and return the informed consent was waived due to the minimal risk of the intervention. The
researcher emphasized that participation in the study was voluntary, that participants could
withdraw at any time without penalty, and that all collected data was confidential and stored in
the researcher’s password-protected computer. Further, participants were made aware of minimal
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risks associated with the study, such as potential discomfort in sharing personal information
related to their unemployment experiences within the group format. Participants received $50
gift card incentives for participation. The workshops were offered at partnered locations
affiliated with Christian Help Foundation Inc.

Response Rates
A total of 106 individuals inquired about participating in the study, as indicated by the
initial start of registrations in Qualtrics and direct emails sent to the primary researcher. A total
of 74 individuals completed registration for the workshops in total (n = 29, in-person; n = 45,
virtual). However, despite the ability for participants to select their workshop based on dates and
times during the initial registration, many registrants were challenged with scheduling conflicts;
issues with transportation; trouble finding adequate childcare, particularly for the in-person
workshops; or unknown reasons. Several participants reached out to the researcher directly to
share their scheduling conflicts, many of whom initially registered but did not participate. In
addition, five participants attended portions of the workshops (e.g., only one or two of the
modules) but not the entirety of the workshop or didn’t complete the post-intervention
assessments in full. Therefore, there was a 59% attrition rate from registration to completion,
demonstrating higher rates in comparison to previous studies that had 16-23% attrition rates
(Cmar & McDonnall, 2019; Middleton, 2018). From the total of 35 participants from the
workshops, 19 completed the virtual workshops (54.28%) and 16 completed the in-person
workshops (45.71%). In summary, there were six participants that completed the one-day inperson workshops (17.14%), nine participants that completed the two-day in-person workshops
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(25.71%), and 19 that completed the three-day virtual workshops (54.28%). A total of 30
participants completed the study in full (i.e., all three modules) and all the assessments.

Summary of the Intervention
The Project P.A.T.H. intervention consisted of three modules, including: (a) networking
and job search tactics, (b) building resumes and cover letters, and (c) elevator pitch and interview
preparation. Counselors-in-training (CITs) facilitated the workshops in the form of two available
deliveries, including face-to-face and virtual formats. CITs used a manualized job search
curriculum as a system for the intervention and to increase treatment fidelity. The curriculum
included (a) psychoeducational skill-building surrounding core job search concepts (e.g.,
successfully conduct an interview, effectively communicate their skills, confidently sell their
skillsets, etc.), (b) processing and reflection questions related to their current job search, and (c)
interactive individual and group activities to develop practical and effective job search skills. The
researcher provided the facilitators with training before their facilitation to review the curriculum
and assist with similar treatment across groups. Training consisted of talking through the
orientation of the job search curriculum, reviewing each module, coordinating handouts, and
reviewing information related to individual and group activities.

Instrument Data
A total of five instruments were used over the course of this investigation. Assessments
were collected with each including (a) Job Search Knowledge Scale (JSKS; Liptak, 2004), (b)
Career Search Efficacy Scale (CSES; Solberg, 1994), and (c) Short Employment Hope Scale
(EHS-14; Hong, 2009). In addition, the initial assessments included the Demographic
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Questionnaire and PROMIS Emotional Distress – Anxiety – Short Form (2004), and the postintervention assessments included the Therapeutic Factor Inventory (TFI-S; Joyce et al., 2011).
The researcher conducted an internal consistency reliability analysis of each scale. The value of
each Likert scale ranged in ascending order, and no items required reversed scaling. The
following includes a description of these instruments in greater detail.

Demographic Questionnaire
The researcher developed a demographic questionnaire to determine age, ethnicity, race,
gender identity, education level, level of prior income, and military status. The researcher
mirrored options from the U.S. Census Bureau for accuracy of categories and subjects. As noted,
all participants completed this form prior to the start of the workshop. Colleagues (i.e.,
committee members) reviewed the demographic questionnaire prior to administering to provide
support for readability.

PROMIS Scale
The PROMIS Emotional Distress – Anxiety – Short Form (2004) is a 7-item scale that
measures reported fear, anxiety, hyperarousal, and somatic symptoms related to arousal
(PROMIS, 2019). The instrument includes participant self-evaluation of experiencing the
statement on a 5-point Likert scale for each item ranging from “1 = never,” “2 = rarely,” “3 =
sometimes,” “4 = often,” and “5 = always.” Internal consistency for the total PROMIS (2004)
scale held a Cronbach’s alpha of .862, demonstrating a very good level of internal consistency.
However, due to the low item level with the PROMIS scale being under 10 items, the researcher
also viewed the mean of the inter-item correlation to observe the degree of correlation between
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each test item (Pallant, 2016). The inter-item correlation was .493, with values ranging from .045
to .776, suggesting a moderate correlation. Anxiety t-scores ranged from 36.30 to 71.50, with a
mean average of 57.35 (n = 30; SD = 7.71). Based on t-scores, anxiety ranged from none to
slight levels (n = 10; 33.33%), mild levels (n = 6; 20%), moderate levels (n = 12; 40%), and
severe levels (n = 2; 6.67%). Therefore, prior to the start of the intervention, most participants
reported either minimal anxiety level symptoms or moderate anxiety level symptoms.

Job Search Knowledge Scale
To measure participants’ changes in job search knowledge, the study included the Job
Search Knowledge Scale (JSKS; Liptak, 2004). There are few scales that observe the
competency level of knowledge related to job search (e.g., best practices for applying to jobs,
best formatting for resumes, or best techniques to answer interview questions). The JSKS
measures competencies aligned with the specific aims and objectives of the Project P.A.T.H.
workshops (see Appendix D). Therefore, the skill assessment measure of the JSKS made it the
most appropriate for this investigation. The JSKS included 60 items total and demonstrated a
poor to moderate level of reliability for the total scale between the pre-intervention scores (αpreintervention total

= .447, M = 31.06, SD = 4.24) and the post-intervention scores (αpost-intervention total =

.668, M = 31.33, SD = 5.35). Within the JSKS there are five subscales, with 12 items per
subscale, that also showed poor to moderate reliability levels: (a) Identifying Leads (αpre-intervention
total

= .158, M = 7.06, SD = 1.68; αpost-intervention total = .156, M = 6.76, SD = 1.50), (b) Direct

Application to Employers (αpre-intervention total = .299, M = 6.73, SD = 1.72; αpost-intervention total = -.143
, M = 22.17, SD = 8.40), (c) Resumes and Cover Letters (αpre-intervention total = .314, M = 5.40, SD =
1.73; αpost-intervention total = .108, M = 5.10, SD = 1.40), (d) Employment Interviews (αpre-intervention total
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= -.442, M = 7.33, SD = .96; αpost-intervention total = . 195, M = 7.30, SD = 1.40), and (e) Following
Up (αpre-intervention total = .404, M = 4.60, SD = 1.75; αpost-intervention total = .664, M = 5.37, SD = 2.17).
Each item is dichotomous, and subscales range from 0-12 total points (one point per item). A
score range of 0-3 represents little knowledge, 4-8 represents some knowledge, and 9-12
represents a great deal of knowledge (Liptak, 2004).

Career Search Efficacy Scale
Typically, job search programs measure the effectiveness of job search workshops by
utilizing performance-based indicators, such as number of applications, resumes, and interviews
(Sharone, 2013). However, few job search programs evaluate participants’ confidence in their
job search abilities. The Career Search Efficacy Scale (CSES) measures the degree to which an
individual feels confident in completing formal job search tasks (Solberg et al., 1991). Utilized
as a self-report assessment, the CSES incorporates a 10-point rating scale with each item rating
from “0 (very little)” to “9 (very much). The CSES included 35 items total and demonstrated
strong reliability scores for the scale between pre-intervention scores (αpre-intervention total = .984, M
= 201.23, SD = 64.54) and post-intervention scores (αpost-intervention total = .976, M = 250.17, SD =
40.45). Within the CSES there were four subscales that demonstrated strong reliability: (a) Job
Search Self-Efficacy (14 items; αpre-intervention total = .959, M = 83.57, SD = 26.11; αpost-intervention total
= .935, M = 98.67, SD = 16.55), (b) Interviewing Self-Efficacy (nine items; αpre-intervention total =
.959, M = 50.53, SD = 17.94; αpost-intervention total = .921, M = 64.63, SD = 9.93), (c) Networking
Self-Efficacy (seven items; αpre-intervention total = .941, M = 35.93, SD = 13.64; αpost-intervention total =
.932, M = 49.77, SD = 9.73), and (d) Personal Exploration Efficacy (five items; αpre-intervention total =
.974, M = 31.20, SD = 10.76; αpost-intervention total = .959, M = 37.10, SD = 7.32).
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Employment Hope Scale
The Short Employment Hope Scale (EHS-14) measures psychological self-sufficiency
and hope of future employment for low-income job seekers (Hong, 2009). Snyder (1994) defined
hope as goal-directed thinking where an individual gauges their perceived ability to accomplish
goals, in this case, those related to job search. One of the common barriers towards
reemployment is hopelessness and discouragement, and these burdens increase based on length
of unemployment and unsuccessful job search efforts. Therefore, it is important to understand
the influence of employment hope for unemployed individuals and the aspects that may restore it
within the job search process. For each EHS-14 item, participants can select from “0 = strongly
disagree” to “10 = strongly agree” based on their own self-evaluation of experiencing the
statement. The EHS-14 demonstrated strong reliability scores for the scale between the preintervention scores (αpre-intervention total = .967, M = 108.23, SD = 29.36) and the post-intervention
scores (αpost-intervention total = .969, M = 119, SD = 19.66). There were four subscales within the
EHS-14 with strong reliability levels including (a) psychological empowerment (four items; αpreintervention total

= .959, M = 33.47, SD = 8.17; αpost-intervention total = .901, M = 35.37, SD = 5.64), (b)

futuristic self-motivation (two items; αpre-intervention total = .785, M = 16.03, SD = 4.07; αpost-intervention
total

= .886, M = 16.80, SD = 3.64), (c) utilization of skills and resources (four items; αpre-intervention

total

= .880, M = 30.10, SD = 8.69; αpost-intervention total = .902, M = 34, SD = 5.85), and (d) goal

orientation (four items; αpre-intervention total = .948, M = 28.63, SD = 10.69; αpost-intervention total = .931,
M = 33.73, SD = 5.71).
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Group Therapeutic Factors Scale
The Therapeutic Factors Inventory (TFI-S; Joyce et al., 2011) measures group therapeutic
factors (TF) defined as dynamics that group members experience within a group setting (Yalom
& Leszcz, 2005). Due to job search practices being an isolated task for many job seekers, studies
have found that added support in job search programs can help to improve outcomes for the job
seeker (Drosos et al., 2021). The TFI-S is designed to assess the presence of higher-order group
TF in four subscales, including (a) installation of hope (four items), (b) secure emotional
expression (seven items), (c) awareness of relational impact (five items), and (d) social learning
(three items; Canby et al., 2021; Joyce et al., 2011).
Joyce and colleagues (2011) reported acceptable internal reliability (α =.71 – α = .91) for
four identified subscales (a) installation of hope, (b) secure emotional expression, (c) awareness
of relational impact, and (d) social learning. Using Cronbach’s alpha, this study’s reliability for
the total TFI-S scale was strong at .922 (M = 101.20, SD = 21.295). Further, the Cronbach’s
alpha demonstrated acceptable reliability scores for the TFI-S subscales (Installation of Hope α =
.814, Secure Emotional Expression α = .847, Awareness of Interpersonal Impact α = .700, and
Social Learning .756
The measure of central tendency for total TFI-S scores (n = 30) were M = 101.20, SD =
21.29, Mdn = 108, mode = 67, and range = 65-133. The measure of central tendency for group
TF scores per subscale were: (a) Installation of Hope (M = 23.53, SD = 4.46, Mdn = 24, mode =
28, range = 14-28), (b) Secure Emotional Expression (M = 34.63, SD = 9.65, Mdn = 36.6, mode
= 28, range = 14-49), (c) Awareness of Interpersonal Impact (M = 27.00, SD = 5.45, Mdn = 28.5,
mode = 28, range = 18-35), and (d) Social Learning (M =16.03, SD = 4.71, Mdn = 24, mode =
28, range = 14-28). Descriptive statistics for the TFI-S are provided in Table 4.
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Table 4 Descriptive Statistics for the TFI-S (N = 30)
Subscales

M

Mdn

Mode

SD

Min.

Max.

Installation of Hope

23.53

24.0

28

4.46

14

28

Secure Emotional Expression

34.63

36.6

28

9.65

14

49

Awareness of Interpersonal Impact

27.00

28.5

28

5.45

18

35

Social Learning

16.03

18.0

28

4.71

4

21

Total Scale

101.20

108.0

Note. M denotes the mean average, Mdn denotes the median, SD denotes the standard deviation,
Min. denotes the minimum value, and Max. denotes the maximum value.
Demographic Statistics
Group sizes ranged from three to six participants per group with a total of 30 participants.
Participants ranged between the ages of 23 to 70 years of age (M = 46.53, SD = 13.78, Mdn = 45,
mode = 61). Concerning gender, 19 participants identified as female (63.3%), and 11 participants
identified as male (36.7%). Regarding race and ethnicity, nine participants identified as
Black/African American (30%), nine identified as White (30%), two identified as Asian (6.7%),
seven identified as Other (23.3%), and three identified as two or more identities (10%). Nine
participants identified as Hispanic/Latino/Spanish (14.3%) and 21 participants identified as NonHispanic/Latino/Spanish (85.7%). Marital status included seven single status participants (never
married; 23.3%), one participant not married and cohabitating (3.3%), 13 married participants
(43.3%), one separated participant (3.3%), five participants identifying as divorced (16.7%), two
participants identifying as widowers (6.7%), and one participant identifying as other (3.3%).
Table 5 represents descriptive statistics for participants’ ages, genders, race and ethnicities, and
marital status.
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Table 5 Descriptive Statistics for Participants’ Sociodemographic Characteristics
n

Characteristics

%

Gender
Female
Male

19
11

63.3
36.7

Black/African American
White
Asian
Hawaiian or Pacific Islander
Other
Two or More Races

9
9
2
0
7
3

30.0
30.0
6.7
0
23.3
10.0

Yes
No

9
21

30.0
70.0

Single (never married)
Single (cohabitating)
Married
Separated
Divorced
Widow/er
Other

7
1
13
1
5
2
1

23.3
3.3
43.3
3.3
16.7
6.7
3.3

Race/Ethnicity

Hispanic/Latinx/Spanish

Marital Status

Income is a common metric utilized to measure socioeconomic status (SES) and is
measured in a variety of ways, including by family income (American Psychological
Association, 2015). Pew Research Center (2020) defines American income brackets by total
income per household accordingly: (a) low-income (i.e., less than $52,200), (b) middle income
(i.e., $52,200-$156,600), and (c) upper income (i.e., over $156,600). Note that these numbers
were adjusted to account for the inflation from 2018 to 2021 (Bennett et al., 2020). Participants
were asked about their previous income prior to their job loss. Responses related to average
salary income ranged from less than $20,000 (n = 7; 23.3%), $21,000 to $30,000 (n = 10;
33.3%), $31,000 to $40,000 (n = 9; 30%), $41,000 to 50,000 (n = 3; 10%), and $61,000 to
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$70,000 (n = 1; 3.3%). Therefore, most participants fell under a low-income SES status.
Participants that had dependents within their household ranged from zero to six, including 15
participants with no dependents (60%), four participants with one dependent (13.3%), three
participants with two dependents (10%), four participants with three dependents (13.3%), three
participants with four dependents (10%), and two participants with six dependents (6.7%).
Participants reported being unemployed for a duration of less than six months (n = 15;
50%), six months to one year (n = 7; 23.3%), two to three years (n = 7; 23.3%), and four to five
years (n = 1; 3.3%). Education levels of participants ranged from high school diploma or GED (n
= 4; 13.3%), some college credit without a degree (n = 5; 16.7%), associate’s degree (n = 4;
13.3%), bachelor’s degree (n = 9; 30%), master’s degree (n = 5; 16.7%), or a doctoral degree (n
= 3; 10%). The majority of participants had never served in the military (n = 23; 76.7%),
however, some served as active duty in the past (n = 5; 16.7%), one stated they were on active
duty for the Reserve or National Guard (3.3%), and one shared they were currently serving as
active duty (3.3%). Due to unemployment status serving as a minimum criterion for the study,
it’s possible that the one active-duty participant was in transition and therefore the client referred
to their civilian status as unemployed. Table 6 represents descriptive statistics for participants’
level of income, number of household dependents, length of unemployment, level of education,
and military status.
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Table 6 Descriptive Statistics for Participants’ Socioeconomic Characteristics
n

Demographics
Annual Income (prior to job
loss)

Number of Dependents

%

<$20,000

7

23.3

$21,0000-$30,000

10

33.3

$31,000-$41,000

9

30.0

$41,000-$51,000

3

10.0

$51,000-$60,000

1

3.3

0

15

50.0

1

4

13.3

2

3

10.0

3

3

10.0

4

3

10.0

6

2

6.7

<6 months

15

50.0

6 months-1 year

7

23.3

2-3 years

7

23.3

4-5 years

1

0.03

Never Served

23

76.6

Reserve/National Guard

1

3.33

On active duty

1

3.33

Unemployment Length

Military Status

140

n

Demographics
Veteran

5

%
16.6
N = 30

Data Cleaning and Screening
To investigate the primary research question, the researcher used a dependent t-test (i.e.,
paired t-test) as the primary data analysis procedure. It should be noted, to run a t-test,
participants must be measured at two time points: (a) pre-intervention (i.e., prior to the start of
the workshop) and (b) post-intervention (i.e., following the end of the workshop). However,
substantial attrition (59%) occurred between pre-intervention (i.e., registration; N = 74) and postintervention (i.e., completion of post-intervention assessments; N = 30) across all modalities.
Prior to data analysis, the researcher cleaned the data, examined the dataset for missing values,
and tested the assumptions associated with dependent t-tests. In the following section, the
researcher presents the results of these analyses.

Data Cleaning
Prior to data analysis, it is essential to check the data for errors and to correct errors in the
data file (Pallant, 2016). The researcher first checked for categorical data errors for the
demographic variables (e.g., sex, marital status, education, etc.) and looked to see if the scores
were in range for possible scores for each variable. The primary researcher verified that all
demographic data entries were valid and that there were no missing values from all participants
that completed the study in full (N = 30).
Next, the primary researcher checked the continuous variables for errors (i.e., PROMIS,
JSKS, CSES, EHS-14, and TFI-S). The researcher reviewed the minimum and maximum values
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for each scale to ensure values met the coordinating range designated by the designed scales. For
instance, for the EHS-14 total scale no entries should exceed a value over 140 and for the JSKS
total scale no entries should exceed a value over 60. The researcher verified that all values were
within their designated ranges according to their scales.
Although 35 participants total participated in the study, some participants did not
complete all modules (i.e., Module 1, Module 2, and Module 3) or did not complete the postintervention assessments (n = 5). Participants had varying reasons for not completing postintervention assessments or attending all modules, such as issues with transportation or having to
leave early for other scheduled appointments (see Response Rates). There are several methods to
address missing values within data and each have benefits and unique consequences to analysis
of the data (Pallant, 2016). Some researchers encourage removing all participants who are
missing more than 60% of the observations to accurately describe the analyzed sample,
particularly for interventions (Little & Rubin, 2018). The researcher chose to remove participants
with missing items or those that did not complete all three modules. Even though this method is a
default method for handling missing data, it is not recommended by many statisticians due to the
decrease in sample size and drastic influence on the result of the model, particularly for large
amounts of missing data (Aljuaid & Sasi, 2016). However, the researcher wanted to ensure that
results from participants could be directly attributed to the intervention.

Research Question One
The primary research question guiding this study was: to what extent do individuals’
levels of job search knowledge, job search self-efficacy, and employment hope change due to
participating in Project P.A.T.H., a psychoeducation intervention? The researcher hypothesized
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that individuals who participated in Project P.A.T.H. would have increased levels of job search
knowledge (as measured by the JSKS; Liptak, 2004), job search self-efficacy (as measured by
the CSES; Solberg et al., 1991), and employment hope (as measured by the EHS-14; Hong &
Choi, 2014). The researcher conducted a dependent t-test to evaluate the impact of Project
P.A.T.H. on participants’ mean scores across pre-intervention and post-intervention (N = 30)
measures of job search knowledge, job search self-efficacy, and employment hope.
Assumption testing aids researchers with ensuring that statistical data analyses do not
include inaccurate conclusions. A dependent t-test allows researchers to assess statistically
significant changes between Time 1 and Time 2 (Pallant, 2016). One of the downfalls of a
dependent t-test is that it does not allow for examination of any other variables that may factor
into that change (Lomax & Hahs-Vaughn, 2012). There are four assumptions that must be
checked prior to data analysis for a dependent t-test: (a) level of measurement, (b) independence,
(c) normality of distribution, and (d) absence of outliers (Lomax & Hahs-Vaughn, 2012). The
researcher examined each assumption associated with a dependent t-test.
Assumption One: For a t-test, dependent variables must be measured at a continuous
scale, interval, or ratio level. For this study, the dependent variables were all continuous (i.e.,
JSKS, CSES, and EHS-14). Specifically for the JSKS, since this is a knowledge-based construct,
the researcher coded each participants scores as “0” for true and “1” for false and computed each
of the participants entries into average scores.
Assumption Two: All dependent variables must be independently measured for a t-test
(Lomax & Hahs-Vaughn, 2012). Independence of observations refers to ensuring that each
measurement is not influenced by another measurement (Pallant, 2016). The dependent values
for the present study were self-report scores derived from Likert scales (i.e., PROMIS, CSES,
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EHS-14, and TFI-S) or from the true/false performance exam, treated as continuous variables
(JSKS). Initial assessments were emailed individually to participants that registered and provided
their email. In addition, the researcher ensured that each post-intervention assessment was
completed independently following the end of the study, particularly for the in-person workshops
(i.e., participants did not work in groups to complete).
Assumption Three: Normality refers to normal distribution of dependent variables
(Pallant, 2016). Normality is determined by evaluating either statistical or graphical methods
(Tabachnick & Fidell, 2013). To assess for normality, the researcher examined the differences of
observations for each dependent variable and utilized the Shapiro-Wilks test. There were no
statistically significant values for JSKS (p = .449) or CSES (p = .624). However, there was
statistical significance for EHS-14 (p = .022). Therefore, the researcher continued to examine QQ plots to assess for linearity of observed values. After reviewing the plots, the researcher
determined that generally all the observations were within close range of linearity.
Assumption Four: Outliers can bias the results and potentially lead to incorrect
conclusions if not properly addressed. The researcher observed box plots for each of the
variables to determine if there were any outliers. There were no outliers outside of the box plots.
When observing all Project P.A.T.H. participants, the results showed was no statistically
significant difference for JSKS (t = -.198, df = 29, p = .422). On average JSKS scores were
approximately -0.033 points greater than before the intervention with a 95% confidence interval
ranging from -.394 to .322 Therefore, the researcher did not observe a significant change in
participants’ JSKS scores from Time 1 (M = .518, SD = .07) to Time 2 (M = .521, SD = .016),
and the researcher failed to reject the null hypothesis. The standard deviation of all observations
was .092. The effect size was calculated as a significantly small effect size, accounting for
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approximately 3.6% of the variation in the scores. The effect size measures the sizes of the
differences between group means and measures the strength of the bivariate relationship between
-1 to +1 (Pallant, 2016). While the p-value indicates the impact of the intervention, the effect size
indicates the extent of impact and is independent of sample size (McLeod, 2019). Figure 5
demonstrates the differences between pre- and post-intervention for JSKS.

Figure 5 Differences for Job Search Knowledge from Time 1 to Time 2

When observing all Project P.A.T.H. participants, the results demonstrated that there was
a statistically significant difference for CSES (t = -4.758, df = 1, p < .001). On average CSES
scores were approximately -48.93 points greater than before the intervention with a 95%
confidence interval ranging from -69.97 to -27.90. Therefore, the research did observe a
significant change in participants’ CSES scores from Time 1 (M = 201.23, SD = 64.53) to Time
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2 (M = 250.16, SD = 40.45), and the researcher rejected the null hypothesis. The standard
deviation of all observations was 56.33. The effect size was calculated as a significantly large
size, accounting for approximately 86.84% of the variation in the scores. Further, a post hoc
analysis yielded 99.9% power, meaning it is not likely that the null hypothesis has been rejected
in error (Walmsley & Brown, 2017). Figure 6 demonstrates the differences between pre- and
post-intervention for CSES.

Figure 6 Differences for Job Search Self-Efficacy from Time 1 to Time 2
When observing all Project P.A.T.H. participants, the results demonstrated there was a
statistically significant difference for employment hope (EHS-14; t = -3.371, df = 1, p = .001).
On average EHS-14 scores were approximately -11.67 points greater than before the intervention
with a 95% confidence interval ranging from -18.74 to -4.59. Therefore, the research did observe
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a significant change in participants’ EHS-14 scores from Time 1 (M = 108.23, SD = 29.36) to
Time 2 (M = 119.90, SD = 19.66), and the researcher rejected the null hypothesis. The standard
deviation of all observations was 18.95. The effect size was calculated as a medium size,
accounting for approximately 61.53% of the variation in the scores. Further, a post hoc analysis
yielded 90.27% power, meaning it is a not likely that the null hypothesis has been rejected in
error (Walmsley & Brown, 2017). Figure 7 demonstrates the differences between pre- and postintervention for EHS-14.

Figure 7 Differences for Employment Hope from Time 1 to Time 2
Next, the researcher analyzed differences of each construct for participants that
completed Project P.A.T.H. via the in-person format (n = 16). Results demonstrated there was no
statistically significant difference for job search knowledge (t = -1.038, df = 15, p = .158). On
average JSKS scores were approximately -.018 points greater than before the intervention with a
95% confidence interval ranging from -.057 to .019. Therefore, the research did not observe a
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significant change in participants’ job search knowledge from Time 1 (M = .490, SD = .064) to
Time 2 (M = .509, SD = .090) for in-person participants, and the researcher rejected the null
hypothesis. The standard deviation of all observations was .072. The effect size was calculated as
a small size, accounting for approximately 24.33% of the variation in the scores. Further, a post
hoc analysis yielded 23.72% power, meaning the null hypothesis may have been rejected in error
(Walmsley & Brown, 2017).
Results demonstrated there was a statistically significant difference for job search selfefficacy for in-person participants (CSES; t = -3.503, df =15, p = .002). On average CSES scores
were approximately -55.63 points greater than before the intervention with a 95% confidence
interval ranging from -89.46 to -21.78. Therefore, the researcher did observe a significant change
in participants’ CSES scores from Time 1 (M = 204.68, SD = 68.87) to Time 2 (M = 260.31, SD
= 27.55) and the researcher rejected the null hypothesis. The standard deviation of all
observations was 63.50. The effect size for the scores was 1.06. Further, a post hoc analysis
yielded 99.2% power, meaning it is a not likely that the null hypothesis has been rejected in error
(Walmsley & Brown, 2017).
Results demonstrated there was not a statistically significant difference for employment
hope for in-person participants (EHS-14; t = -1.596, df = 15, p = .066). On average EHS-14
scores were approximately -8.43 points greater than before the intervention with a 95%
confidence interval ranging from -19.70 to 2.83. Therefore, the researcher did observe a
significant change in participants’ EHS-14 scores from Time 1 (M = 116.56, SD = 24.04) to
Time 2 (M = 125, SD = 13.35) and the researcher failed to reject the null hypothesis. The
standard deviation of all observations was 21.15. The effect size was calculated as a small size,
accounting for approximately 43.40% of the variation in the scores. Further, a post hoc analysis
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yielded 50.49% power, meaning it is a not likely that the null hypothesis has been rejected in
error (Walmsley & Brown, 2017).
Finally, the researcher analyzed differences of each construct for participants that
completed Project P.A.T.H. via the virtual format (n = 14). Results demonstrated there was no
statistically significant difference for job search knowledge (t = .483, df = 13, p = .319). On
average JSKS scores were approximately .014 points greater than before the intervention with a
95% confidence interval ranging from -.049 to .078. Therefore, the research did not observe a
significant change in participants’ job search knowledge from Time 1 (M = .548, SD = .066) to
Time 2 (M = .534, SD = .083) for virtual participants, and the researcher rejected the null
hypothesis. The standard deviation of all observations was .110. The effect size was calculated as
a small size, accounting for approximately 19% of the variation in the scores. Further, a post hoc
analysis yielded 0.16% power, meaning that the null hypothesis may have been rejected in error
(Walmsley & Brown, 2017).
Results demonstrated there was a statistically significant difference for job search selfefficacy (t = -3.217, df = 13, p = .003) for virtual participants. On average CSES scores were
approximately -41.28 points greater than before the intervention with a 95% confidence interval
ranging from -69 to -13.56. Therefore, the researcher did observe a significant change in
participants’ job search self-efficacy from Time 1 (M = 197.28, SD = 61.53) to Time 2 (M =
238.57, SD = 50.02) for virtual participants, and the researcher rejected the null hypothesis. The
standard deviation of all observations was 48.02. The effect size was calculated as a medium
size, accounting for approximately 73.64% of the variation in the scores. Further, a post hoc
analysis yielded 82.64% power, meaning it is a not likely that the null hypothesis has been
rejected in error (Walmsley & Brown, 2017).
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Results demonstrated there was statistically significant difference for employment hope (t
= -3.577, df = 13, p = .002) for virtual participants. On average EHS-14 scores were
approximately -15.36 points greater than before the intervention with a 95% confidence interval
ranging from -24.63 to -6.08. Therefore, the researcher did observe a significant change in
participants’ levels of employment hope from Time 1 (M = 98.71, SD = 32.75) to Time 2 (M =
114.07, SD = 24.24) for virtual participants, and the researcher rejected the null hypothesis. The
standard deviation of all observations was 16.06. The effect size was calculated as a medium
size, accounting for approximately 53.31% of the variation in the scores. Further, a post hoc
analysis yielded 59.23% power, meaning it is a not likely that the null hypothesis has been
rejected in error (Walmsley & Brown, 2017). Table 7 demonstrates the pre and posttest results of
all individuals that participated in Project P.A.T.H. fully and completed all the assessments.
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Table 7 Change Over Pre- and Post- Project P.A.T.H. Workshops
Pre-Intervention

Post-Intervention

Difference from T1 to T2

Instrument
M

SD

M

SD

M

t

ƞ2

beta

JSKS

31.0667

4.2421

31.3333

5.3455

- .2667

-.257

.390

.803

CSES

201.2333

64.5379

250.1667

40.4518

- 48.9333

*< .001

.868

.999

EHS-14

108.2333

29.3559

119.9000

19.6580

- 11.6667

*.001

.615

.902
N = 30

Note. This table demonstrates the pre and posttest results of all individuals that participated in Project P.A.T.H. fully (i.e., Module 1,
Module 2, and Module 3) and completed all the assessments (pretest and post-test).
*These statistical differences indicate a significant result (p < .05).
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Research Question Two
The second primary research question guiding this study was: what is the relationship
between participants’ group TF scores and their levels of job search knowledge, job search selfefficacy, and employment hope? To assess participants’ group TFs at the conclusion of their
workshop, the TFI-S was administered at the end of the final module. Higher scores of the TFI-S
indicate increases in personal experience of overall group effectiveness as based on Yalom’s
(2005) 11 TFs. A minimum score on the TFI-S is 19 and a maximum score is 133. Apart from
five participants that did not complete the TFI-S, along with other instruments in their packets,
no missing data were observed from this instrument. Therefore, the total of the TFI-S scores
suffice as the unit of measure as opposed to the mean scores. The null hypothesis for each model
states that the population is equal to zero (H0 = 0), and the alternative hypothesis states that the
population is not equal to zero and is therefore, statistically significant (H1 ≠ 0).
For the second research question, the researcher conducted a Pearson Product correlation
analysis to evaluate the relationship between group TFs and job search knowledge, job search
self-efficacy, and employment hope. There are five assumptions that are related to Pearson
correlations: (a) variable levels, (b) outliers, (c) normal distribution, (d) linear relationship, and
(e) homoscedasticity.
To conduct a Pearson correlation, both independent and dependent variables must include
data at either interval or ratio levels (Pallant, 2016). All the variables for this research question
included continuous variables (i.e., JSKS, CSES, EHS-14, and TFI-S). Further, each variable
must demonstrate normal distribution. To test for normal distribution, the researcher observed
the skewness and kurtosis levels for each variable. Though there are varying guidelines to
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evaluate normal distribution in Pearson correlations, the researcher evaluated each variable to
assess if they were between -1 and 1 (Pallant, 2016). All groups passed the test for normality
except for the Installation of Hope subscale (-1.125, .363) and the EHS-14 scale (-1.001, .352).
In addition, each variable must not have any outliers within the data. The researcher visually
observed the histograms and stem and leaf plots for each scale and found outliers for the same
two variables (i.e., Installation of Hope subscale and EHS-14 scale). Due to these variables
failing the test of normality, the researcher only conducted the test with the remaining variables.
For Pearson correlations, each variable must have a linear relationship (Pallant, 2016). To
assess the assumption of linearity, the researcher created a simple scatter plot and evaluated each
graph. None of the graphs demonstrated non-linearity, therefore the researcher moved forward in
evaluating the final assumption of homoscedasticity. The researcher conducted a linear
regression for each of the variables with a line-to-fit graph to evaluate if there was variability in
the data. None of the variables violated the homoscedasticity assumption. Therefore, all
assumptions were met for the following variables: JSKS posttest, CSES posttest, Secure
Emotional Expression subscale, Social Learning subscale, and Awareness of Interpersonal
Impact.
The researcher conducted a Pearson Product correlation to examine which group TFs (as
measured by TFI-S; Joyce et al., 2011) correlated with the intervention group participants’ JSKS
and CSES posttest scores. When examining the TFI-S total scale, there was a positive correlation
with the CSES posttest scores (r = .425, p = .019) with 18.06% of the variance explained. A
Pearson r value higher than .3 and less than .5 is categorized as a weak correlation (Mindrila &
Balentyne, 2013). Further, there was also a weak positive correlation among the CSES posttest
scores and the Awareness of Interpersonal Impact subscale (r = .381, p = .038). No other
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correlations were identified among the remaining constructs and the TFI-S total scores or
subscales. Table 8 illustrates the Pearson Product correlation results for this analysis in full.
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Table 8 Correlation Among TFI-S and JSKS, CSES and EHS-14 Posttest Scores
TFI-S
Total
Scale

TFI-S
Secure
Emotional
Expression

TFI-S
Awareness of
Interpersonal
Impact

TFI-S
Social
Learning

TFI-S
Hope

Job Search
Knowledge
(R2)

.224

.259

.198

.304

.003

p-value

.234

.167

.295

.103

.777

.425*

.225

.381*

.336

.524

p-value

.019

.232

.038

.070

<.001

Employment
Hope (R2)

.220

.071

.165

.130

.618

p-value

.009

.154

.
026

.050

<.001

Posttest

Career SelfEfficacy (R2)

N = 30
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Research Question Three
The third primary research question guiding this study was: to what extent can job search
knowledge, job search self-efficacy, and employment hope be predicted by participant
demographics (e.g., age, race/ethnicity, gender, level of education, etc.) and pretest scores (i.e.,
JSKS, CSES, and EHS-14)? The researcher conducted and observed two primary models. First,
the relationship of participants’ age, gender, race/ethnicity, and pretest scores to job search
knowledge, job search self-efficacy, and employment hope. Second, the relationship of
participants’ level of education, length of unemployment, and previous level of income (SES)
and pretest scores to job search knowledge, job search self-efficacy, and employment hope. In
reviewing the assumptions, all the correlations met the basic assumptions for multiple regression.
The null hypothesis for each model states that the population is equal to zero (H0 = 0) and the
alternative hypothesis states that the population is not equal to zero and is therefore statistically
significant (H1 ≠ 0).
For the third primary question the researcher conducted a multiple regression model to
evaluate predicted outcomes between participant demographics and their pretest scores for job
search knowledge, job search self-efficacy, and employment hope posttest scores. There are
several assumptions for multiple regression including (a) sample size, (b) outliers, (c)
multicollinearity, (d) normality, (e) linearity, and (f) homoscedasticity.
For the sample size assumption, there must be a minimum of 20 records. All the
dependent variables for this research question included continuous variables (i.e., JSKS, CSES,
and EHS-14). For the sample size, a common rule is if the dependent variable is normally
distributed than each predictor variable must have a minimum of 20 records. If the dependent

variables are not normally distributed, then there must be more than 20 records. For this study,
the predictor variables include the participant demographics and their pretest scores. The
researcher tested for normality by observing the Shapiro-Wilk’s test of normality and found this
assumption was met for JSKS (p = .264). The normality assumption was not met for CSES (p =
.023) or EHS-14 (p = .003), however there are more than 20 records for each variable, therefore
the researcher moved forward with reviewing additional assumptions.
To conduct a multiple regression, there must also be a linear relationship between the
independent and dependent variables, and an absence of multicollinearity between the
independent variables. To assess for multicollinearity, the researcher observed the correlations
between the predictors to see if the correlation was above r = .7; any values above .7 will violate
the assumption for multicollinearity (Yu et al., 2015). Any values below .7 will meet the
assumption of multicollinearity. For the linearity assumption, the predictor variables must
correlate with the outcome variables at a value greater than r = .3. The researcher utilized a
scatter plot to observe this assumption and the assumption was met. Figures 8, 9, and 10
demonstrate the scatter plot for the variable residuals used to assess for multicollinearity.
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Figure 8 Residuals for Job Search Knowledge Predictors

Figure 9 Residuals for Career Search Self-Efficacy Predictors

Figure 10 Residuals for Employment Hope Scale (EHS-14) Predictors

For the race/ethnicity predictor, the researcher recoded the data into indicator variables
utilizing the dummy coding method because this was a multi-categorical nominal variable. The
researcher used a series of zeros and ones to code for category membership. For instance, each
participant that self-identified as Black/African American was coded with a “1” and all other
participants that did not identify as Black/African American were coded with a “0”. The number
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of indicator variables included in this regression analysis was equal to the number of
race/ethnicity categories minus one (J - 1).
The researcher first reviewed the predictors age, gender, race/ethnicity, and pretest scores
for the JSKS on the outcome of post-intervention scores. Together, the predictors accounted for
42.2% of the variance in JSKS scores post-intervention. The overall regression model was not
statistically significant [F(7, 22) = 2.295, p = .065, R2 = .422], meaning the predictors did not
account for a significant amount of variance in JSKS post-intervention scores. When looking at
each of the predictors individually, age (p = .22) and gender (p = .997) were not significant
predictors for job search knowledge. The unstandardized coefficients for participants that
identified as Hawaiian or Pacific Islander demonstrated 10.758 for job search knowledge (t =
2.809, p = .010). However, all other identifying races/ethnicities were not significant predictors
for job search knowledge. It is also important to note that only one participant identified as
Hawaiian or Pacific Islander (n = 1). Therefore, although this coefficient was statistically
significant, the researcher was mindful of the limits to generalizability for this finding.
Next, the researcher observed the predictors age, gender, race/ethnicity, and pretest
scores for the CSES on the outcome of post-intervention scores. Together, the predictors
accounted for 51.5% of the variance in CSES scores post-intervention. The overall regression
model was statistically significant [F(7, 22) = 3.335, p = .014, R2 = .515], meaning the predictors
accounted for a significant amount of variance in CSES scores. When looking at each of the
predictors individually, age (t = -2.89, p = .009, 95% CI [-2.282, -.375]) and CSES pretest scores
(t = 2.42, p = .024) were significant predictors for career self-efficacy. The unstandardized
coefficients for age indicated that for every increase in age, there was an observation of -1.328 in
change for self-efficacy. Therefore, younger participants were more likely to have an increased
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level of job search self-efficacy post-intervention. For every one-point increase in preintervention CSES scores, post-intervention CSES scores increased by .259. However, gender (t
= .118, p = .907) and races/ethnicities were not significant predictors for job search self-efficacy.
Finally, the researcher observed the predictors age, gender, race/ethnicity, and pretest
scores for the EHS-14 on the outcome of post-intervention scores. Together, the predictors
accounted for 69.7% of the variance in EHS-14 scores post-intervention. The overall regression
model was statistically significant [F(7, 22) = 7.237, p < .001, R2 = .697], meaning the predictors
accounted for a significant amount of variance in EHS-14 scores. When looking at each of the
predictors individually, age (t = -2.01, p = .057), gender (t = 1.15, p = .261), and race/ethnicities
were not significant predictors for employment hope. However, the EHS-14 pretest scores (t =
5.43, p < .001) were a significant predictor for job search self-efficacy. The unstandardized
coefficients for pre-intervention indicated that for every one-point increase, there was an
observation of .470 in change for employment hope. Table 9 demonstrates the results of each
regression model for predictors age, gender, race/ethnicity, and pretest scores, including the
coefficients.
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Table 9 Age, Gender, Race/Ethnicity, and Pretest Predictors on Posttests
β

SE

p-value

-0.084
0.008
0.423
0.376
1.571
10.758
4.030

0.067
1.836
0.221
2.475
2.503
3.830
2.670

.222
.997
.068
.881
.537
.010*
.230

-1.328
-1.584
0.259
-4.115
26.571
-30.017
22.759

0.460
13.429
0.107
-4.115
26.571
-30.017
22.759

.009*
.907
.024*
.809
.137
.308
.328

-.371
5.636
0.470
-4.028
-5.5
-4.960
4.766

0.185
4.888
0.090
6.439
6.807
10.393
9.120

.057
.261
<.001
.538
.428
.638
.607

Effect
JSKS Posttest
Age
Gender
Pretest Scores
African American
White
Pacific Islander
Other
CSES Posttest
Age
Gender
Pretest Scores
African American
White
Pacific Islander
Other
EHS-14 Posttest
Age
Gender
Pretest Scores
African American
White
Pacific Islander
Other

Note. Asterisks denote statistical significance for values (p < .05).

The researcher also evaluated level of education, length of unemployment, and previous
level of income as a set of predictors to observe their predicted outcome on job search
knowledge, job search self-efficacy, and employment hope. Researchers have demonstrated that
individuals that have experienced unemployment for longer periods of time, have increased
difficulties with being successful within job search programs due to increased stressors (Liu et
al., 2014). Further, unemployed individuals with lower levels of education and who are a part of
lower SES communities are at risk for increased barriers associated with unemployment and may
need to engage in job search programs for a longer period to fully obtain its benefits (Laurencin
& McClinton, 2020).
First, the researcher reviewed level of education, length of unemployment, and previous
level of income (SES) as a set of predictors for the outcome of job search knowledge. Together,
the predictors accounted for 21.4% of the variance in JSKS scores post-intervention. The overall
regression model was not statistically significant [F(12, 17) = .387, p = .950, R2 = -.340],
meaning the predictors did not account for a significant amount of variance in JSKS postintervention scores. When looking at each of the predictors individually, none of the levels of
variables were significant predictors for job search knowledge.
Next, the researcher reviewed level of education, length of unemployment, and previous
level of income (SES) as a set of predictors for the outcome of job search self-efficacy. Together,
the predictors accounted for 26.4% of the variance in CSES scores post-intervention. The overall
regression model was not statistically significant [F(12, 17) = .881, p = .881, R2 = -.255],
meaning the predictors did not account for a significant amount of variance in CSES post-
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intervention scores. When looking at each of the predictors individually, none of the levels of
variables were significant predictors for job search self-efficacy.
Finally, the researcher reviewed level of education, length of unemployment, and
previous level of income (SES) as a set of predictors for the outcome of employment hope.
Together, the predictors accounted for 39.6% of the variance in EHS-14 scores post-intervention.
The overall regression model was not statistically significant [F(12, 17) = .928, p = .542, R2 = .031], meaning the predictors did not account for a significant amount of variance in EHS-14
post-intervention scores. When looking at each of the predictors individually, none of the levels
of variables were significant predictors for employment hope. Table 11 demonstrates the results
of each regression model for predictors level of education, length of unemployment, and
previous level of income (SES), including the coefficients.
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Table 10 Previous Income, Level of Education, and Unemployment Length Predictors on
Posttests

β

SE

p-value

6.356
10.403
-14.949
13.416

12.403
10.901
16.150
27.329

.614
.352
.366
.629

6.257

20.611

.765

8.088
11.659
15.193
3.319
-6.854

19.418
13.535
15.535
16.935
11.482

.682
.400
.340
.847
.558

5.380
25.282
-18.148
34.804

26.944
23.681
35.084
59.367

.844
.299
.611
.565

1.445

44.774

.975

-7.739
-3.108
8.277
-7.112
-3.701

42.182
29.402
33.748
36.788
24.942

.856
.917
.809
.849
.884

6.356
10.403
-14.949
13.416

12.403
10.901
16.150
27.329

.614
.352
.366
.629

6.257

20.611

.765

Effect
JSKS
Previous Income
< $20,000/year
$31,000-$40,000
$41,000-$50,000
$61,000-$70,000
Level of Education
High School
Graduate
Associate’s
Bachelor’s
Master’s
Doctorate
Length of
Unemployment
CSES
Previous Income
< $20,000/year
$31,000-$40,000
$41,000-$50,000
$61,000-$70,000
Level of Education
High School
Graduate
Associate’s
Bachelor’s
Master’s
Doctorate
Length of
Unemployment
EHS-14
Previous Income
< $20,000/year
$31,000-$40,000
$41,000-$50,000
$61,000-$70,000
Level of Education
High School
Graduate

Effect
Associate’s
Bachelor’s
Master’s
Doctorate
Length of
Unemployment

β

SE

p-value

8.088
11.659
15.193
3.319
-6.854

19.418
13.535
15.535
16.935
11.482

.682
.400
.340
.847
.558
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Chapter Four Summary
In Chapter four, the researcher presented detailed results for the statistical analyses
conducted. The main findings included: (a) no significant differences from pre-intervention and
post-intervention on measures of job search knowledge, (b) significant differences in measures
of job search self-efficacy from pre-intervention to post-intervention, and (c) significant
differences in employment hope from pre-intervention to post-intervention. Further analysis
revealed weak positive correlations among job search self-efficacy and TFs. Chapter five
provides a discussion of these results including implications for counseling and counselor
education, limitations of the study, and future directions for research.

CHAPTER FIVE: DISCUSSION
Chapter five provides an overview of the study and discussion of the results. Specifically,
this chapter includes: (a) interpretation of results; (b) comparison of results to previous studies;
(c) limitations of the study; (d) implications of the findings for counselor education, career
counseling, and public policy; and (e) research implications and recommendations for future
research.

Overview
Unemployment is a status that currently impacts approximately six million individuals
within the U.S. and severely increases the risk of mental health consequences, such as symptoms
of anxiety and depression (Bureau of Labor Statistics, 2022). According to the Pew Research
Center (2021), 56% of unemployed individuals experience increased mental health issues due to
their unemployment status. Negative influences of unemployment include challenges related to
physical health, financial strain, marital and relationship issues, familial stability, and even risks
of death, with increased difficulties for individuals that are part of lower socioeconomic status
(SES) communities (Berchick et al., 2012; Tang et al., 2021). Due to the magnitude of mental
health consequences associated with unemployment, there is an increased need for career
practitioners, mental health professionals, counselor educators, and policy advocates to take steps
towards addressing this critical issue (Blustein et al., 2019).
Job search interventions are designed to help job seekers by increasing factors associated
with effective job search behaviors, particularly those that put an emphasis on skill development
and motivation (Liu et al., 2014; Truman et al., 2014). Various job search interventions have
aided by increasing job search knowledge (Cmar et al., 2019), self-efficacy of job search tasks
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(Kao et al., 2021), and employment hope (Hodge et al., 2019). Although mental health
professionals are aware of the impact of unemployment towards mental health, there is limited
understanding on how several job search predictors can be altered to improve job search
interventions or to what extent an intervention should focus on multiple predictors
simultaneously (Van Hoye, 2013). Brown (2015) argues that researchers are a long way from
empirically understanding the efficacy of career counseling interventions. Further, factors
associated with how intervention design and participant characteristics may improve, or hinder,
intervention effectiveness remain understudied.
In their meta-analytic review of effective job search interventions, Liu et al. (2014) found
seven specific intervention components that were frequently included in job search programs.
These intervention components were categorized by either skill development (e.g., teaching job
search skills and improving self-presentation) or motivation enhancement (e.g., boosting selfefficacy, encouraging proactivity, promoting goal setting, enlisting social support, and helping
with job search stress management). In reviewing all job search interventions from 1975 to 2013,
researchers found 47 experimental or quasi-experimental studies that demonstrated a significant
increase in an individual’s chance to obtain employment (Liu et al., 2014). However, previous
research has methodological limitations related to tailored job search interventions with primary
studies lacking diverse samples and utilizing similar populations (e.g., high school and college
students; Hong et al., 2013). Therefore, the purpose of this study was to examine the influence of
Project P.A.T.H., a three-module job search intervention, on a sample of individuals who
identified with lower socioeconomic status (SES) communities and diverse backgrounds. The
knowledge gained from this investigation can inform future interventions to address job search
skill deficiencies, contribute to the development of competencies for career counselors,
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emphasize the benefits towards mental health well-being, and provide implications for career
counselors working with diverse clients.

Study Summary
The purpose of this investigation was to identity the influence of Project P.A.T.H., a
three-module job search intervention, on unemployed individuals’ levels of job search
knowledge, job search self-efficacy, and employment hope. Additionally, the researcher
investigated the baseline level of anxiety of all participants prior to the intervention. Finally,
group therapeutic factors (TF) of the intervention were examined post-intervention. A total of 35
individuals participated in the study. All participants completed the following assessments: (a)
JSKS (Liptak, 2004), (b) CSES (Solberg, 1994), (c) EHS-14 (Hong et al., 2009), and (d) TFI-S
(Joyce et al., 2011).

Investigated Constructs
Four primary constructs that served as the foundation for this investigation included job
search knowledge, job search self-efficacy, employment hope, and group factors. The
intervention consisted of both in-person and virtual formats, based on participant availability,
and each were facilitated by counselors-in-training (CITs). Participants were assessed three times
during the intervention: (a) pre-intervention (i.e., prior to the start of the workshop), (b) postintervention (i.e., after the end of the workshop), and (c) via a 30-day follow-up postintervention.
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Job Search Knowledge
Job search knowledge involves learning competencies and tasks related to increasing
individuals’ levels of employability and can include fundamental areas, such as learning how to
identify jobs associated within a particular industry or learning to convey one’s abilities and
value in an interview (Cmar et al., 2021). Serving as a critical component for job search, it is
vital for unemployed individuals to have increased knowledge towards the job search process.
Job seekers generally struggle with maintaining accurate job search information due to its
nonintuitive nature and ever evolving practices within the workforce (Liu et al., 2014). In
addition, job search is usually treated as an independent process, requiring a high amount of selfregulatory and self-managing processes (Saks, 2018; Turban et al., 2009). Further, these
processes can be difficult to maintain for unemployed individuals who are struggling with
increased mental health consequences and additional stressors related to unemployment.
Researchers have found significant differences in job search knowledge after implementation of
interventions, however, patterns in these differences are limited by small samples, small effect
sizes, and shortened time frames (Cmar & McDonnall, 2019; Middleton, 2019).
Limited job search knowledge impacts other vital components of job search, including an
individual’s motivation to engage in job search activity. Individuals that experience longer
periods of unemployment carry decreased confidence towards job search tasks (Smith, 2015).
Moreover, when researchers examined job search interventions that aided in increasing job
search skills, they found that individuals that participated in these programs were 2.67 times
more likely to secure employment in comparison to those that did not participate (Liu et al.,
2014). Increasing levels of job search knowledge can also increase areas related to self-efficacy
and employment hope, and can therefore increase job search behaviors and chances for
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reemployment (Briscese et al., 2020). Considering the importance of knowledge and skill
development as the basis for other vital job search components, this study sought to measure
participants’ levels of job search knowledge and compare levels at pre- and post-intervention.
This study specifically focused on aspects of job search knowledge related to primary
components that employers review when filling positions (e.g., identifying who is within a
candidates’ network, reviewing cover letters and resumes, and assessing fit within an interview;
Hirsch, 2017; Miller, 2014; Smart & DiMaria, 2018).

Job Search Self-Efficacy
Broadly defined, self-efficacy refers to one’s belief and self-judgment related to their
ability to conduct a task or skill (Bandura, 1982). Job search self-efficacy involves an
individual’s perceived level of confidence towards completing job search tasks, as well as their
perceived ability to find employment (Teye-Kwadjo, 2021). Job search self-efficacy is a primary
predictor for job search efforts and reemployment (Saks, 2015; Van Hoye et al., 2019; Wanberg
et al., 2005). Defined as a malleable construct, job search self-efficacy can be increased when
supplemented with other factors, such as family and social support.
Researchers found that social support was an indicator of job search self-efficacy (Kao et
al., 2015). When examining social support and job search self-efficacy, researchers found that
individuals with increased familial support correlated with increased levels of job search selfefficacy (Maddy et al., 2015). In addition, researchers have demonstrated that increased selfregulation can predict job search self-efficacy and aid with obtaining future employment
(McLarnon et al., 2019). Considering the importance of job search self-efficacy and its influence
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on job search behaviors, this study sought to measure participants’ levels of job search selfefficacy and compare levels at pre-and post-intervention.

Employment Hope
Employment hope refers to goal-directed thinking that allows individuals to gauge their
ability to accomplish goals specifically related to obtaining employment (Hodges et al., 2019).
Employment hope is a self-reported construct that assesses individuals’ perceptions towards their
job search behaviors. A common factor linked to reemployment challenges is individuals’
decreased levels of hope due to predictors such as length of unemployment and unsuccessful job
search efforts (Niles et al., 2010). Job search is a highly autonomous, self-regulated, goaldirected, and proactive process, and extensive job search may involve a range of emotions for
individuals related to rejection and difficulty locating appropriate work (Wanberg et al., 2020).
Researchers have found the significance of employment hope towards increased job
search behavior and increased opportunities for reemployment (Hodges et al., 2019). When
conducting both in-person and online hope-based interventions, Admundson et al. (2011) found
significant differences over time in participants’ levels of hope and general self-efficacy for both
formats. Researchers have identified that employment hope is a necessary construct within job
search interventions to improve job search success, particularly for job seekers that are apart of
low-income communities (Hong et al., 2013). Further, positive correlations have been found
between increased levels of employment hope and self-efficacy towards job search tasks
(Hodges et al., 2019). Due to employment hope’s connection to job search knowledge and job
search self-efficacy, the researcher included this within the study.
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Therapeutic Group Factors
Group TFs refer to dynamics that group members experience within a group setting. For
this study, the group factors were conceptualized using Yalom and Leszcz’s (2005) theory of TF,
including (a) installation of hope, (b) cohesion, (c) universality, (d) altruism, (e) imparting
information, (f) interpersonal learning, (g) development of socializing techniques, (h) imitative
behavior, (i) catharsis, (j) corrective reenactment of the primary family group, and (k) existential
factors. Job search interventions performed within group settings aid with increasing job search
factors such as self-efficacy, job search outcomes, and social support (Drosos et al., 2021;
Hulshof et al., 2019). Because job search is primarily a self-regulating process, it may often feel
isolating for job seekers with the perception that they are alone in experiencing hardships within
their job search (Saks, 2018).
Scholars have demonstrated the usefulness of groups for career counseling interventions;
however, this has been studied more commonly with high school students, college students, or
other populations outside of the U.S. (Isik, 2014; Maree, 2019; Maree et al., 2022). In addition,
the impact of group career counseling has primarily focused on topics such as career exploration,
decision making, and career adaptability for college populations (Koen et al., 2012; Nguyen,
2011). Although research provides evidence for the importance of social support during job
search, there is limited research on group career interventions (Maree, 2019) and even fewer
research studies focusing specifically on the impact of group TFs within job search programs.
Yet, challenges posed by changes in the workforce have developed the necessity for innovative
approaches to career counseling around the world, particularly as they relate to increasing
unemployment (Graham et al., 2017; International Labour Organization, 2017). Therefore, this
study aimed to determine if Project P.A.T.H. had any influence towards group TF.

173

Participants
The target population for this study included unemployed individuals that were 18 years
of age or older and who involuntarily lost their most recent place of employment. Participants
included individuals between the ages of 23 and 70. A total of 106 individuals expressed interest
in participating in the study as indicated by the initial start of registrations in Qualtrics and direct
emails sent to the primary researcher. However, only 35 participants began the study and
participated in the intervention, with a total of 30 participants completing data entries pre-and
post-intervention. Five participants only completed one or two modules or neglected to complete
the post-intervention assessments in full. Primary issues with many registrants in completing the
study included scheduling conflicts, issues with transportation, and issues with finding childcare.
Further information on participants’ demographics is provided in the Demographics section.

Intervention
The Project P.A.T.H. curriculum was psychoeducational in nature and was combined
with group TFs to include specific components and tasks that emphasized teaching job search
skills, improving self-presentation, increasing self-efficacy, and providing social support. The
intervention was conducted within a group format and the modules included (a) Module 1:
Networking and Job Search Tactics, (b) Module 2: Resumes and Cover Letters, and (c) Module
3: Elevator Pitches and Interviewing. The CITs facilitated groups by leading lectures covering
the three modules, overviewing planned objectives, coordinating PowerPoints, overseeing group
and individual activities, and providing guided handouts. Each module began with an
introduction to the module's topic and, when applicable, a review of the previous module.
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Activities included identifying transferable skills, practicing an elevator pitch, and conducting
mock interviews.
The researcher utilized a manual job search curriculum to create a system for the
intervention and increase treatment fidelity. The researcher observed each workshop, both inperson and virtual, using the observation checklist (Appendix F). For each workshop, an
observation checklist was completed.

Data Collection
Data collection occurred during the Spring of 2022. Workshops were scheduled between
February and May of 2022 and registration for the designated workshops were ongoing. Data
collection occurred at three points in time (pretest, posttest, and follow-up). All assessments were
administered at pretest (i.e., immediately before the intervention) and at posttest (i.e.,
immediately following the intervention). At 30-days post participating in the intervention,
participants were asked to complete the follow-up assessment which included the EHS-14 scale
and questions related to their current employment status. Participants were provided incentives
based on level of completion throughout the study, including $10 for each module they attended
and $20 additional for completing the post-workshop assessments. Following 30-days post
workshop, participants were asked to complete the follow-up assessment and provided an
additional $5 gift card if completed.

Demographics
The demographic breakdown of participants diverged from previous job search
interventions in terms of race and ethnicity, SES, and length of unemployment. Previous studies
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have primarily focused on populations that were predominately White-identifying individuals
(Caplan et al., 1989; Davy et al., 1995), populations outside of the U.S. (e.g., Ireland, Israel,
Canada, Netherlands, etc.; Brenninkmeijer & Blonk, 2012; Eden & Avairam, 1993; McLarnon et
al., 2019; Reynolds et al., 2010), one specific race at a time (e.g., African Americans, American
Indians, etc.; Foley et al., 2010; Hodges et al., 2019), or youth populations (e.g., under 18 years
of age; Cmar et al., 2021; Creed et al., 1999; Wolf et al., 1982). This research study included
nine participants who identified as Black/African American (30%), nine who identified as White
(30%), two who identified as Asian (6.7%), seven who identified as Other (23.3%), and three
who identified as two or more identities (10%). In addition, nine participants identified as
Hispanic/Latino/Spanish (14.3%) and 21 participants identified as Non-Hispanic/Latino/Spanish
(85.7%). Length of unemployment is an important predictor of increased mental health
symptoms, such as anxiety (Lee et al., 2019), and job search interventions may be less effective
for individuals who have been unemployed for more extended periods of time (Reynolds et al.,
2010). Previous studies have limited participants to those who have suffered from long periods
of unemployment (Creed et al., 1998; Staines et al., 2004; Li-Tsang et al., 2008). Participants in
this study ranged in length of unemployment for a duration of less than six months (n = 15;
50.0%), six months to one year (n = 7; 23.3%), two to three years (n = 7; 23.3%), or four to five
years (n = 1; 3.3%).

Instrument Descriptive Statistics
PROMIS Anxiety Short Form Scale
The PROMIS Anxiety Short Form Scale consists of a 7-item scale assessing self-reported
fear, anxiety, hyperarousal, and somatic symptoms related to arousal (PROMIS, 2019). The
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PROMIS Anxiety scale has been through multiple revisions and condensed into a shorter form to
assist with efficiency of responses for participants. All items of the scale utilize a 5-point Likert
scale, ranging from “1 = never” to “5 = always” based on their own self-evaluation of
experiencing the statement for each item. Participants were instructed to rate each statement
based on their experiences within the past seven days. Examples of statements included “I felt
fearful,” “I felt uneasy,” and “I felt tense.” Raw scores from submissions were summed and
ranged from seven to 35 with higher scores indicating greater severity of anxiety. Next,
researchers were prompted to utilize the provided T-score table in the assessment guide to
identify the T-score associated with the raw score. T-scores ranged from 36.3 to 82.7.

Job Search Knowledge Scale (JSKS)
The Job Search Knowledge Scale (JSKS; Liptak, 2004) is a self-administered 60-item
scale and measures the level of knowledge with a specific focus on the job search process.
Within the JSKS there are five subscales, with 12 items per subscale including (a) Identifying
Leads, (b) Direct Application to Employers, (c) Resumes and Cover Letters, (d) Employment
Interviews, and (e) Following Up (Liptak, 2013). Each item is dichotomous, with only “True” or
“False” options, and subscales range from 0-12 total points (one point per item). Each answer
accounts for 1/60th of the total score. A score range of 0-3 represents little job search knowledge,
4-8 represents some job search knowledge, and 9-12 represents a great deal of job search
knowledge (Liptak, 2012).
At baseline, participants had a mean score of 31.07 (SD = 4.24) and at posttest
participants had a mean score of 31.3333 (SD = 5.35). Previous studies using the JSKS have
indicated internal consistency ranging from .75 to .91 among a sample of 100 adult participants
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(Liptak, 2015) and .85 to .86 among a sample of 50 participants adult participants (Joutras,
2011). Cronbach’s alphas were calculated at pretest (𝛼 = .71) and posttest (𝛼 = .63) for the
present study. At pretest and posttest, internal consistency was considered acceptable and similar
with previous studies.
The current study reported slightly lower JSKS scores compared to previous studies. For
example, Middleton (2018) reported a mean average of 36.50 (n = 26; SD = 7.56) at pretest and a
mean average of 38.96 (n = 26; SD = 9.83) at posttest. The lower average JSKS scores in the
present study may be contributed to the total length of assessments including the other scales. In
comparison to the aforementioned studies, this study had an increased number of instruments and
total items. Additionally, the JSKS was the final assessment that participants took following the
other assessments.

Career Search Efficacy Scale (CSES)
The Career Search Efficacy Scale (CSES; Solberg et al., 1994) was designed to assess
how confident individuals feel in completing formal job search tasks, such as identifying
potential employers and interviewing. The CSES has four subscales: (a) Job Search Self-Efficacy
(14 items); (b) Interviewing Self-Efficacy (8 items); (c) Networking Self-Efficacy (8 items); and
(d) Personal Exploration Efficacy (5 items). The CSES is a self-reported assessment using a 10point rating scale with each item rating from “0 (very little)” to “9 (very much).” Sample items
begin with the phrase “How confident are you in your ability to:” and include, “Utilize your
social networks to gain employment,” “Conduct an informational interview,” and “Identify and
evaluate your career values.” The CSES includes 35 items total and scores range from 0 to 315,
with higher scores indicating strong self-efficacy towards engaging in job search tasks.
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At baseline, participants had a mean score of 201.23 (SD = 64.54) and at posttest
participants had a mean score of 250.17 (SD = 40.45). For the total scale, previous studies using
the CSES have indicated moderate internal consistency ranging from .86 among a sample of 145
adult participants (Liptak, 2015) to .97 among a sample of 191 adult participants (Joutras, 2011).
Cronbach’s alphas were calculated at pretest (𝛼 = .984) and posttest (𝛼 = .976) for the present
study. At pretest and posttest, internal consistency was considered acceptable and similar in
comparison with previous studies.
For the present study, the mean scores reported slightly higher CSES scores compared to
previous studies. For example, in their study examining an employment-focused group
counseling intervention (OPTIONS), Fitzgerald et al. (2013) utilized the CSES to measure the
intervention’s effectiveness on male inmates. Researchers reported a mean average of 216.04 (n
= 38; SD = 62.01) at pretest and a mean average of 262.35 (n = 38; SD = 32.10) at posttest.

Employment Hope Scale (EHS-14)
The EHS-14 is a 24-item survey instrument that measures six dimensions (i.e., selfworth, perceived capability, futuristic outlook, self-motivation, utilization of skills and resources,
and goal orientation) and utilizes an 11-point Likert system for each item of the scale (Hong &
Choi, 2013. For each EHS-14 item, participants can select from “0 = strongly disagree” to “10 =
strongly agree” based on their self-evaluation of experiencing the statement. EHS-14 items
include statements such as, “I feel energized when I think about future achievement with my
job,” “I am on the road toward my career goals,” and “I am able to utilize my skills to move
toward career goals.”
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At baseline, participants had a mean score of 108.23 (SD = 429.36) and at posttest
participants had a mean score of 119 (SD = 19.66). Employment hope was statistically different
from pretest to posttest (t = 3.371, p = .001, SD = 18.96). This was slightly higher in comparison
to previous employment workshops that examined employment hope. For example, in a study
that observed low-skilled job seekers that participated in a self-sufficiency welfare program,
researchers found statistical mean differences for reported levels of hope within the participants
over time (t = 2.89, p = .005, η2 = .287, n = 104; Hong et al., 2020).

Therapeutic Factors Inventory Scale (TFI-S)
The Therapeutic Factors Inventory-Short Form (TFI-S) is a 19-item, self-report
instrument that measures TFs within groups (Joyce et al., 2011). The theoretical assumption of
the TFI-S is based on Yalom’s theoretical framework surrounding the 11 TFs that operate within
all groups. There is a 7-point Likert scale ranging from “strongly disagree” to “strongly agree”
for each item. Examples of the items include: “I feel a sense of belonging in this group,” “This
group inspires me about the future,” and “Things seem more helpful since joining this group.”
The TFI-S has a minimum score of 19 and a maximum score of 133.
For the present study, Cronbach’s alpha for the total scale was .922. The subscales also
demonstrated acceptable reliability scores for the TFI-S subscales including Installation of Hope
(α = .814), Secure Emotional Expression (α = .847), Awareness of Interpersonal Impact (α =
.700), and Social Learning (.756). Previous studies using the TFI-S demonstrated sound internal
consistency reliability that was close in range to the present study including Instillation of Hope
(α = .90), Secure Emotional Expression (α = .85), Awareness of Interpersonal Impact (α = .79),
and Social Learning (α = .66; Ali & Lambie, 2019).
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Though there are currently no other job search intervention studies that look at group
TFs, the results of the TFI-S were slightly lower than previous studies that have observed group
factors within group settings. For this study, the mean of the TFI-S was 101.20 (SD = 21.30,
Mdn = 108, Mode = 67, range = 65-133). In their study of TFs for a group counseling
intervention for LGBTQ+ individuals, a researcher found a central tendency of 104.21 (SD =
18.32, Mdn = 111.00, Mode = 109, range = 54-126; Lamb, 2014). According to the scale
interpretation, this means that overall group members from this study experienced positive group
TFs.

Primary Research Question One
The purpose of the current investigation was to determine whether individuals who
participated in a three-module job search workshop would have significant increases in job
search knowledge, job search self-efficacy, and employment hope. The primary statistical
procedure selected was dependent t-test, which tests if there are differences in dependent
variables from Time 1 to Time 2 (Laerd Statistics, 2018). The primary question analyzed
changes between pretest (Time 1) and posttest (Time 2) on the JSKS, CSES, and EHS-14. For
job search knowledge, analysis yielded no statistically significant differences between preintervention and post-intervention for JSKS (t = -.257, df = 29, p = .799), indicating minimal
change from pretest to posttest. Therefore, there was not a general difference in scores before
and after participating in Project P.A.T.H. However, there were significant changes for job
search self-efficacy (CSES; t = -4.758, df = 1, p < .001) and employment hope (EHS-14; t = 4.758, df = 1, p = .001). Therefore, Project P.A.T.H. did have a significant influence on job
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search self-efficacy and employment hope, with job search self-efficacy demonstrating the
strongest impact among any other variable measured.
The present study contrasts previous findings suggesting that job search workshops may
influence job search knowledge (Cmar & McDonnall, 2019; Cmar & McDonnall, 2021;
Middleton, 2018). In a study that measured handicapped job seekers’ job search knowledge,
Keith et al. (1976) found a significant difference in job search knowledge for the experimental
group, those that attended a job search workshop, compared to the control group, those that did
not attend a job search workshop. A main difference between the previous studies that have
shown a change in job search knowledge are utilization of differing scales. Prior researchers
either utilized select items from the JSKS and developed other items specifically based on the
population they conducted their interventions or utilized another devised scale altogether to
measure the job search knowledge construct. Another difference may be the length of the
intervention, as the current study incorporated nine hours of curriculum for each workshop (i.e.,
each totaling three modules) and other researchers included approximately 12 to 40 hours of
content in total (Cmar & McDonnall, 2019; Middleton, 2018). In addition, they had increased
sample sizes with lesser values of attrition ranging from approximately 16-23%.
The change in job search self-efficacy was consistent with previous research. Scholars
have reported the benefits of increased job search self-efficacy including shorter lengths of
unemployment, decreased amounts of time in job search, and increased opportunities for
reemployment (Moynihan et al., 2003; Zikic & Saks, 2009). In a correlational study that
observed the effects of social support on individuals that were unemployed, Maddy et al. (2014)
found a significant positive correlation between social support and self-esteem, general selfefficacy, and job search self-efficacy [r(115) = .39, p < .01]. More specifically, there was a
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moderately positive correlation between social support and job search self-efficacy [r(115) = .30,
p < .01]. Furthermore, the results of this present study provide evidence that being a part of a job
search workshop may help unemployed individuals to both increase the number of individuals in
their social support system and enhance their level of job search self-efficacy.
Scholars emphasize that job search self-efficacy is a vital construct to explaining selfregulatory behaviors within job search and have demonstrated its influence on job search
planning and job search behaviors (Fort et al., 2011). The Career Self-Management (CSM)
theory is a subsequent theory of social cognitive theory; both theories hypothesize that job
seeking interventions can assist individuals in learning via observing, modeling, and practicing
job search behaviors. Thus, increases in job search self-efficacy can further motivate job seekers
to exert more effort in job search (Liu et al., 2014). Job search requires a considerable number of
motivational resources which are often difficult to obtain over time. In a study that observed
recently unemployed job seekers, Wanberg et al. (2005) found that both job search self-efficacy
and job search intensity simultaneously decreased over time. The reduction in motivation may be
attributable to repetitive setbacks during job search (e.g., failed interviews, lack of response to
multiple applications, etc.) and continual feelings of uncertainty. Scholars assert that job search
interventions designed to facilitate self-regulation should emphasize job search skills and job
search motivation (Caplan et al., 1997; Van Hooft et al., 2013).
The current study incorporated various individual and group activities that allowed
participants to practice job search skills and obtain live feedback, such as a practicing an
interview, presenting an elevator pitch, and demonstrating one’s skills in cover letters. In
addition, the current study allowed participants to observe others portraying these skills during
outward sharing and educational videos. Finally, participants in this study were able to enlist in

183

social support which may have led to increased levels of job search self-efficacy. This study is
one of very few studies to incorporate elements of teaching job search skills, improving selfpresentation, and implementing social support. Thus, the findings are pivotal in providing
assertions that group job search interventions may be able to contribute to an increase in job
search self-efficacy.
The changes in employment hope were consistent with previous scholars. Scholars have
noted the influence of employment hope on unemployed individuals, such as increased job
search activity (Briscese et al., 2020), increased job search intensity (Wanberg et al. 2005), and
increased likelihood to obtain employment (Liu et al., 2014). Due to its influence on job search,
researchers have asserted the need for job search assistance programs to focus more on social
support, as opposed to job search metrics such as number of applications and number of
interviews (Klerman et al., 2012). For instance, the JOBS II intervention program conducted a
randomized trail intervention to determine if social support encouraged motivation in job seeking
behaviors (Caplan, 1989). The intervention group that was engaged with social support found no
decrease in job-seeking motivation, however, the control group did (M = 4.85, p = .05).
Moreover, several scholars assert that group interventions can positively influence participants’
levels of employment hope (Admundson et al., 2011).

Primary Research Question Two
For research question two, the researcher analyzed the relationship between participants’
group TF scores and their levels of job search knowledge, job search self-efficacy, and
employment hope. Results demonstrated only a positive correlation among CSES posttest scores
and the total TFI-S scores (r = .425, p = .019), explaining 18.06% of the variance in scores and a
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positive correlation among the CSES posttest scores and the Awareness of Interpersonal Impact
subscale (r = .381, p = .038). Therefore, there was a small relationship between an individual’s
self-efficacy scores and their perceived personal experience of the group’s effectiveness. Further,
more specifically there was a small relationship between individuals’ reported levels of selfefficacy and the perceived interactions individuals had from the group. Analysis did not find any
other significant correlations.
Previous scholars have found that group career counseling formats that include
experiential exercises allow a unique opportunity for individuals to practice skills in a safe
environment (Pyle & Hayden, 2015). The researcher was unable to find any empirical research
related to group therapeutic factors and job search interventions. However, researchers identified
a statistically significant correlation between therapeutic factors and their outcome variables
within differing therapeutic groups and held larger sizes of groups (Ali & Lambie, 2019).

Research Question Three
The third primary research question analyzed the extent to which job search knowledge,
job search self-efficacy, and employment hope could be predicted by participant demographics
(e.g., age, race/ethnicity, gender, level of education, etc.) and pretest scores (i.e., JSKS, CSES,
and EHS-14). Using prior literature, the researcher conducted multiple regression models to
evaluate the relationship between participants’ age, gender, race/ethnicity, and pretest scores
among job search knowledge, job search self-efficacy, and employment hope.
First, the researcher analyzed the extent to which job search knowledge could be
predicted by participant demographics (e.g., age, race/ethnicity, gender, level of education, etc.)
and pretest scores (i.e., JSKS, CSES, and EHS-14). The analysis did not yield significant
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predictors of the collective sociodemographic factors towards job search knowledge [F(7, 22) =
2.295, p = .065, R2 = .422].
Next, the researcher analyzed the extent to which job search self-efficacy could be
predicted by participant demographics (e.g., age, race/ethnicity, gender, level of education, etc.)
and pretest scores (i.e., JSKS, CSES, and EHS-14). Collectively, the selected demographics were
statistically significant in predicting CSES scores [F(7, 22) = 3.335, p = .014, R2 = .515].
Finally, the researcher analyzed the extent to which employment hope could be predicted
by participant demographics (e.g., age, race/ethnicity, gender, level of education, etc.) and pretest
scores (i.e., JSKS, CSES, and EHS-14). The analysis did not yield significant predictors of the
collective sociodemographic factors towards employment hope [F(7, 22) = 7.237, p < .001, R2 =
.697].
Prior scholars have reiterated that not all job seekers receive equal benefits from job
search interventions, however, there is limited information on specific personal factors that can
contribute to these differences. In their meta-analysis reviewing job search interventions,
findings by Liu et al. (2014) suggest that effectiveness of job search interventions are contingent
on individuals’ age, length of unemployment, and specific needs and conditions. In addition,
prior research has found that younger job seekers, older job seekers, and those living with
disabilities have an increased likelihood to carry a lack of confidence to engage in job search
(Adams & Rau, 2004; Bolles & Brown, 2001). Therefore, job search interventions that focus
more on skill and motivation may be best for these populations. However, job search
interventions are generally less effective for individuals that have experienced unemployment for
longer periods of time and may need additional engagement and time within interventions
(Reynolds et al., 2010). The current study primarily included individuals that have been
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unemployed for six months or less (n = 15; 50%), however, the short duration of the intervention
may have led to minimal differences in predictors for those unemployed longer than six months
(n = 15; 50%). Even though there were no significant differences for sociodemographic
predictors, this study’s results add to the dearth of literature surrounding studies that include a
diverse sample. Former studies have emphasized various populations during interventions,
however, they have been unable to determine if the interventions’ impacts are attributed to
personal factors or characteristics.

Limitations of the Study
As with any research, this study has limitations which are important to explore to inform
future studies. This section explains limitations in the areas of research design, sampling,
instrumentation, and treatment.

Research Design
The quasi-experimental research design utilized for this study may have posed threats to
both internal and external validity. The lack of a control group creates concern in concluding that
influences over time were directly attributed to the Project P.A.T.H. workshops. Further, due to
the ethical concerns of withholding a psychoeducational intervention from individuals seeking
employment assistance, all participants who expressed interest, were eligible, and were available
for the study were able to participate. This lack of non-random assignment poses threats to
statistical conclusion validity.
The Project P.A.T.H. workshops were facilitated by 13 different group facilitators. The
use of varying facilitators per group, facilitator training, and a curriculum manual were

187

precautions for treatment fidelity. However, it is possible that the individual characteristics of the
facilitators influenced their assigned groups. For the reflection questions throughout the modules,
group facilitators had varying responses based on what participants reported and the overall level
of group engagement. For instance, asking additional open-ended questions for quieter groups
versus groups with higher levels of engagement. In addition, each group had unique dynamics
that may have influenced participants’ scores, such as similarities in age group or levels of
background and experience. Finally, the researcher was present for each workshop to introduce
themselves to the groups, reiterate voluntary participation in the study, and to provide direct
supervision to CITs. Due to the Hawthorne effect, the researcher’s presence may have biased
results and impacted the behavior of the participants (Landsberger, 1958).
The small sample size (N = 30) and the convenience sampling methods may indicate
limited generalizability (Gall et al., 2007). Smaller sample sizes may limit the ability to detect
more significant relationships (Pallant, 2016). In addition, there were participant attrition
occurrences from 35 participants who began the study to 30 participants who completed all
instruments. The design included incentives (i.e., gift cards, lunch, and refreshments) to prevent
attrition. However, the incentives may have created reactive self-report changes. Further, the
criterion may have influenced the difficulty to obtain additional participants.

Sampling
The present study occurred in Central Florida and the researcher purposely partnered with
the Christian Help Foundation Inc., a non-profit organization dedicated to preventing
homelessness by aiding people with finding work and providing resources. Although the
researcher made efforts to recruit participants outside of this organization, such as direct
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recruitment at job fairs, most participants heard about the study through volunteers at Christian
Help Foundation Inc. Further, additional partnering organizations shared the opportunity based
on their expressed interest and willing to market the intervention. Subsequently, the sample may
have differed in comparison to other potential participants at similar non-profit organizations.
Therefore, the small sample size (N = 30) and the convenience sampling methods may indicate
limited generalizability (Gall et al., 2007). Smaller sample sizes in experimental research may
limit the ability to detect further significant relationships (Pallant, 2016).
The sampling design included incentives (i.e., gift cards, lunch, and refreshments) to
prevent attrition. However, the incentives may have created reactive self-report changes. A total
of 74 individuals registered to attend workshops; 35 participants completed pre-test measures;
and 30 participants completed all three modules and posttest measures. From registration to postintervention, several individuals did not move forward with the study due to (a) scheduling
conflicts, (b) issues with transportation, (c) trouble finding adequate childcare, particularly for
the in-person workshops, or (d) unknown reasons. In this regard, group dynamics may have
influenced attrition due to have smaller groups and not having the same group members present
throughout the study.
Since workshops were intended to assist unemployed individuals with increasing levels
of job search skills and self-report measures were used, beliefs and hopes of change may have
influenced the reported scores, especially for individuals that have been unemployed longer.
Participants’ response to the intervention may have impacted by contextual factors, such as the
significant increase in gas prices, groceries, and other basic living necessities that experienced
influxes during the time of the intervention. Therefore, it is difficult to determine if participants
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experienced changes throughout their participation, or simply participated out of necessity to
obtain the incentive (e.g., gift card).

Instrumentation
Out of the five total measures, this investigation relied on four self-report measures that
were useful to provide unique and personal experiences of each individual. Although most of the
instruments used in this study demonstrated evidence of strong internal consistency, self-report
measures have unique limitations including the possibility of social desirability bias and lack of
self-awareness. For JSKS measurements, a true or false measurement, published reliability and
validity evidence to date only exists from the primary creator and one other research study.
Further, this is only the second quasi-experimental study to utilize the JSKS, therefore the
validity and reliability have not been proven and may need more reiterations or revisions.
Finally, it is possible that the JSKS may have had concerns with construct validity. Some items
included double negatives in the wording, which may have confused participants from selecting
their appropriate choice.
Participant fatigue was also an area of concern, particularly for post-intervention
assessments, because of the high total number of items (109) for assessments. It is possible that
participants experienced fatigue following the final module which included practice writing
cover letters and answering mock interview questions. Furthermore, repeated encounters with the
same measures may have caused desensitization. Thus, answers may have been skewed
particularly in reference to the post-intervention assessment. For example, individuals may have
become accustomed to the measure and may have answered with less attention and detail than
the primary observation. Nonetheless, all instruments have some degree of measurement error.
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Treatment
Since the treatment was intended to assist unemployed individuals with increasing levels
of job search skills and self-report measures, beliefs and hopes of change may have influenced
the reported scores, especially for individuals that have been unemployed for longer.
Participants’ response to the intervention may have been impacted by contextual factors, such as
the significant increase in gas prices, groceries, and other basic living necessities. Therefore, it is
difficult to determine if participants experienced changes throughout their participation, or
simply participated out of necessity to obtain the incentive (e.g., gift card). Finally, the Project
P.A.T.H. curriculum was initially derived from the Christian Help Foundation Inc., edited and
revised for the present study by the researcher, and was not previously tested in other studies.
Despite its novelty, this study contributes to needed evidence-based practice research in the
counseling field by providing a curriculum with evidence to support its efficacy for unemployed
individuals with a diverse sample size.

Implications and Future Research
Despite the abovementioned limitations, this study provides important implications for
the career counseling profession. The researcher provides implications from the lens of a career
counseling perspective in terms of practice, training for career CITs, and areas for future
research. According to the National Career Development Association (NCDA; 2022), a founding
division of the American Counseling Association (ACA), career counselors advise, coach, and
counsel individuals to develop decision making related to lifestyles and career paths. In addition,
career counselors use strategies, techniques, and assessments that are tailored to specific needs of
clients and cultural considerations for seeking assistance (NCDA, 2022). Further, the following
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implications align with career counseling roles delegated by NCDA to (a) address the connection
between personal and career issues, (b) understand the overlap between work and other life roles,
(c) teach job search strategies and skills, (d) provide support for individuals experiencing job loss
and career transition, and (e) make appropriate referrals to other counseling professionals, as
well as organizational and community resources.

Implications for Career Counseling
Job Search Knowledge
The NCDA (2015) offers competency-based credentials to ensure career professionals
[i.e., Certified Career Counselors (CCC), Certified Career Counselor Educators (CCCE), etc.]
are proficient in the career counseling field. Implications from this study may assist career
professionals with developing competencies and increasing knowledge of job search
interventions, especially those working with historically underserved populations. According to
Campbell and colleagues (2010), career counselors utilize assessments to measure clients’
progress and evaluate appropriate needs for services, including job search knowledge. This study
did not demonstrate changes in knowledge over time, or any statistically significant predictors
related to job search knowledge posttest scores. However, there are several factors that career
counselors should consider when implementing knowledge-based assessments in job search
interventions.
First, career counselors should ensure that designated objectives of their job search
curriculum are paired with assessments that adequately measure directly-related outcomes
(E.1.a., Code of Ethics, 2015). When the researcher reviewed the Job Search Knowledge Scale
posttest scores, they found that Identifying Job Leads and Direct Job Search Application were
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two primary categories that participants did not improve. Project P.A.T.H.’s curriculum focused
primarily on skills related to networking, resume and cover letter building, and interviewing. The
lack of curriculum in Identifying Job Leads and Direct Job Search Application may have led to
the lack of change in job search knowledge scores over time. Therefore, career counselors should
explore additional curriculum that can incorporate information pertaining to job leads and
applications for their clients, particularly if they are using the Job Search Knowledge Scale to
assess knowledge. Another alternative would be to utilize other job search knowledge
assessments that are unique to the curriculum’s objectives. Previous researchers have developed
their own scales to accommodate their unique populations, such as individuals living with
disabilities (Cmar & McDonnall, 2019; Middleton, 2018). Exploring other knowledge
assessments will allow career counselors to effectively measure job search knowledge over time
and obtain a measure of client development based on their groups.
Second, career counselors may consider scaffolding curriculum based on prior
knowledge to ensure more intentional time is spent focusing on skills and competencies unique
to their group, as opposed to a blanket curriculum for each group (Liu et al., 2014). There were a
range of participants that attended this study from diverse backgrounds, particularly as it relates
to age, with most participants being 40 years of age or older. One area that was not explored in
this study was the amount of time between participants’ last job search period and this study’s
intervention, which may have also played a part in the lack of knowledge retainment. For older
adults that experience large gaps within their job search experiences, the technological revolution
has drastically altered job search processes and this depth of information may be overwhelming
for them (Van Rooy et al., 2003). Though this study reviewed some areas of technology as it
relates to job search (e.g., networking strategies, virtual interviewing, digital formatting of

193

resumes and cover letters, etc.) there was limited time to cover these topics in depth. Therefore,
career counselors are urged to assess baseline levels of job search knowledge, as well as concepts
that clients are least familiar with to appropriately address knowledge.
Career counselors are encouraged to extend the duration of future job search
interventions to help retain job search knowledge. This study implemented minimal amounts of
time dedicated to each workshop in comparison to other studies that have demonstrated increases
in job search knowledge and this factor may have contributed to the lack of change. Further, this
study implemented a set curriculum to ensure all participants received the same information,
however this may have left limited time for participants to ask clarifying questions. By
increasing the amount of time for job search interventions, career counselors can allow additional
time for retainment of knowledge.
Lastly, career counselors should further explore other areas of job search outside of this
curriculum, particularly as it pertains to career identity and its influence on job search (Wendling
& Sagas, 2022). Though this information was not formally recorded, the primary researcher
observed many participants struggling with the curriculum as it related to switching careers. For
instance, many individuals that were interested in a career switch had specific questions related
to networking and inquired about rebranding themselves based on their previous skills in a
different profession. According to Pew Research Center (2021), post the pandemic outbreak
approximately 66% of unemployed individuals contemplated a career change. According to
Klotz (2021), job loss post COVID-19 allowed for many individuals to rethink their professional
work goals and reevaluate work-life balance. Further, even when the unemployment numbers
began to improve in 2021, approximately 4.4 million U.S. employees willingly quit their jobs
(Tessema et al., 2021). These statistics demonstrate the need for career identity to be further
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explored by career counselors and appropriately addressed in job search interventions. Therefore,
future job search interventions should not only focus on knowledge portions related to job
search, but rather incorporate practices and strategies that can aid with career identity.

Self-Efficacy
Job search interventions are often offered to assist individuals seeking full-time work but
have difficulties navigating the job search process (Kao et al., 2020). It is common for job
seekers to experience low self-efficacy towards job search tasks based on several factors, such as
their level of experience and their amount of social support. However, many programs focus
more on production outcomes (e.g., number of applications, number of interviews, etc.) rather
than improving self-efficacy. This study demonstrated changes in job search self-efficacy over
time for participants in Project P.A.T.H. workshops. This is particularly important because selfefficacy is a key construct that is vital to the job search process (Kao et al., 2021; McKay, 2007).
Researchers have found a positive correlation between job search self-efficacy and job search
intensity; the higher an individual’s self-efficacy, the more apt they are to increasingly engage in
job search activities (Briscese et al., 2020). Job search programs that incorporate practices to
increase self-efficacy can positively influence other job search factors, such as motivation and
positive attitudes toward job search (Wanberg, 2005). Therefore, career counselors should focus
more on increasing practices that influence job search self-efficacy to increase outcomes for
future employment.
This study implemented several tasks that may have aided in increasing job search selfefficacy. Zikic and Saks (2009) identified career-relevant activities that increased self-efficacy in
job seekers including environmental exploration, self-career exploration, career resources, and
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training. The present study primarily implemented career resources and training, such as mock
interviews and writing resumes, which afforded participants the opportunity to enhance job
search skills, and therefore help with self-regulation of job search processes long term (Van
Hooft et al., 2013). In addition, job seeking interventions that incorporate observing, modeling,
and practicing job search behaviors are vital to constructing self-regulation of job search
behavior (Fort et al., 2011). This study’s workshops engaged in both individual and group
activities to allow participants to model and observe best practices in job search tasks, as well as
to provide opportunities for participants to interact and engage with other group members.
Therefore, to increase job search self-efficacy in clients that are unemployed, career counselors
should implement activities that help to create social engagement and support as well as promote
skill rehearsal and practice.

Modality of Job Search Interventions
This study was conducted via in-person and virtual group formats. With both formats
collectively analyzed, the researcher observed differences in job search self-efficacy and
employment hope. When analyzed separately, findings demonstrated that there were statistical
differences in job search self-efficacy for both formats, however there were only significant
differences in employment hope for the virtual formats. These findings were similar to previous
scholars that have observed key differences in outcomes for job search interventions online and
in-person (Hodges et al., 2019). The additional finding for virtual formats could be related to the
group size, with fewer individuals attending the intervention in-person (n = 16) in comparison to
those that attended virtually (n = 19). Given that virtual counseling has drastically increased for
the career counseling profession and the significant outcomes demonstrated in this study, career
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counselors should consider converting job search strategies to virtual formats. Virtual formats
may also allow for increased accessibility to clients that are challenged with attending in-person.
Career counselors are encouraged to utilize group formats to assist with social support for
unemployed individuals. This study found positive correlations between job search self-efficacy
and group TFs, particularly as it relates to interpersonal awareness. Researchers assert that group
career counseling has the ability to develop self-esteem and to improve the acquisition of
decision-making and self-presentation skills (Drosos et al., 2021). Group formats also allow a
unique opportunity for individuals to practice skills in a safe environment (Pyle & Hayden,
2015).

Influences Towards Mental Health
Based on the findings of this study, career counselors should assess clients for mental
health issues that may impact the career counseling relationship and further hinder job search
progress. Within this study, approximately one-third of participants presented with moderate
levels of anxiety when measured at the start of the intervention. According to Pew Research
Center (2020), seven-in-ten unemployed adults expressed feeling more stressed and experienced
mental health symptoms as a result of becoming unemployed, such as loss of identity and
increased conflict with family and friends. While other professions may integrate job search
interventions (e.g., social work, vocational rehabilitation, etc.), career counseling professionals
are best equipped to facilitate these groups due to their ability to address the emotional and
mental health consequences of unemployment on individuals, particularly as it relates to
problematic negative career thinking (Campbell et al., 2010).
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Job search is primarily a self-regulating process, such that it may often feel isolating for
job seekers and leave individuals with the perception that they are alone in experiencing
hardships within their job search (Saks, 2018). Throughout this study, several participants
expressed negative career thoughts that related to their hope for future employment during
moments of reflection, such as concerns about their age and fears related to varying aspects of
job search. The reflection questions of this study assisted participants in identifying and
conveying their negative thoughts related to lowered self-efficacy and hope, as well as helped to
implement the opportunity to hear similar concerns and encouragement from group facilitators
and other members. Due to the statistically significant changes in job search self-efficacy and
employment hope over time, there is the potential that the reflection questions and the group
dynamic may have aided in this change.
Social support is another vital factor for increasing outcomes within job search
interventions. This study demonstrated positive correlations between group TFs and job search
self-efficacy, as well as negative correlations between the predictor of age and the outcome of
self-efficacy. Researchers have found that unemployed adults over 40 have an increased
likelihood of remaining unemployed longer than younger individuals and factors such as selfesteem and perceived social support influence psychological distress for unemployed individuals
(Campbell et al., 2010).
Though this specific study only observed the impact of job search-related constructs, due
to the mental health consequences and strong negative emotions associated with unemployment,
scholars suggest a combination of both mental health counseling and career counseling services
(Blustein, 2010). This allows a blend of focusing on the mental health symptoms of the client
and focusing on practical job search strategies for reemployment. Typically, occupational and
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social aspects of wellness are treated as separate entities, however, this portrays a false narrative
that does not emphasize the significant influence and meaning that work has on individuals’ lives
(Blustein, 2005).

Implications for Counselor Education
Counselor educators are responsible for disseminating research and carry an obligation to
provide evidence-based strategies for CITs, per the Council for Accreditation of Counseling and
Related Educational Programs (CACREP, 2016). An increase in understanding the effectiveness
of job search interventions for unemployed individuals can expand competencies of career CITs.
This study demonstrates the ability for CITs to practice career counseling techniques with
diverse populations, while observing the effectiveness of evidence-based interventions. The
NCDA Code of Ethics (2015) asserts that career counselors carry an ethical obligation to expand
their multicultural competence, ensure they are abreast of the evolving culture and background of
diverse clients, and carry an understanding about how to best match diverse clients with suitable
and culturally-sensitive employers. However, there is limited research within the counselor
education field that investigates evidenced-based job search interventions (Liu et al., 2014). This
investigation adds to the literature regarding effective interventions for unemployed individuals
and provides evidence of how counselors may address this vital issue. Therefore, counselor
educators should consider including this curriculum as a part of educational training for CITs,
perhaps as a part of the required career course for CACREP or practicum and internship
experiences.
While existing literature has identified barriers and challenges of unemployment, there is
limited research that looks at solutions for unemployment post a global crisis (i.e., COVID-19
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pandemic), particularly for traditionally underserved populations (i.e., lower SES). Although
research shows COVID-19 has exacerbated inequalities, populations of color and communities
from lower SES have been severely impacted and underserved prior to the pandemic (Flores et
al., 2019; Kantamneni, 2020). Even two years following the global crisis, individuals experience
difficulties in finding and obtaining meaningful work that matches their transferable skills. The
increases of employment hope within this study demonstrate the need for career interventions to
emphasize job suitability as opposed to mere job replacement. Therefore, the residual effects of
the COVID-19 crisis on the U.S. workforce demand counselor educators prepare CITs to address
overlapping barriers for unemployed individuals in various counseling settings (e.g.,
career/workforce centers, mental health clinics, trauma response, etc.; Wright et al., 2021).
Finally, counselor educators should consider replicating studies, such as this one, to
further observe the impact of participant demographic factors on job search outcomes. Though
there is supporting literature that examines key differences in participant outcomes based on
demographics, this study did not provide any significant findings on predicting outcomes for
level of education, previous level of income, or length of unemployment. However, this study’s
sample was fairly small (N = 30) and the nonsignificant findings in predictor coefficients may
have been related to sample size. Therefore, to continue adding to the literature surrounding the
effectiveness of job search interventions, counselor educators should further explore these areas.

Future Research
This research study was novel compared to previous job search intervention studies in
several ways including: (a) inclusion of involuntarily unemployed individuals, (b) utilization of
in-person and virtual formats, and (c) implementation of curriculum by CITs. However,
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limitations of the present study pave the way for future research studies. A larger sample size of
participants and varying diversity in terms of level of education, geographical region, and
individuals with varying unemployment types (e.g., individuals in transition) would enhance
generalizability. Moreover, the present study was quasi-experimental and conducting
randomized controlled trials with similar populations would increase the ability to make causal
claims about the Project P.A.T.H. intervention.
The current study was implemented in non-profit-affiliated settings in a largely urban
metropolitan area. Future research should consider other geographical settings, such as rural
locations, or other career settings, such as government assistance programs. Finding
psychometrically-sound job search knowledge instruments was a challenge for the present study.
Although most instruments in the present study demonstrated adequate internal consistency
across pretest and post-test assessments, the researcher believes the non-significant results over
time may be contributed to confusion of items on the scale. For example, items that included
biased language, such as “should” or “recommended,” could have been misinterpreted. For
example, one item stated: “You should write ‘see resume’ on an application if there is not
enough space for your answer”. Researchers should include further qualitative research that
explores the narratives of those who participated in Project P.A.T.H. or similar job search
interventions. While quantitative research allows scholars to see statistical differences and
influences of job search interventions, qualitative research may provide additional insight into
the personal and unique experiences of these individuals.
The researcher is interested in further exploring the impact of specific interventions on
job search outcomes. While this study did demonstrate significant differences in job search selfefficacy and employment hope over time, the researcher was unable to pinpoint which constructs
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of Project P.A.T.H. allowed for these increases in participants, leading the researcher to make
inferences from previous literature. Understanding the exact influence of which constructs led to
outcome changes can better assist researchers in developing more intentional job search
interventions that target specific goals. The researcher is also interested in examining additional
barriers and mental health impacts on job search, such as shame and guilt related to being
unemployed. This study only measured the baseline of anxiety; however, the researcher observed
many participants exhibiting other fears and concerns related to the inability to provide financial
security within their families. Further examination of other mental health impacts could allow for
career counselors to identify symptoms within their clients and refer accordingly. Lastly, due to
the high amount of attrition from registration to attendance, the researcher would also like to
examine barriers that prevent unemployed individuals from attending interventions, such as
Project P.A.T.H. This intervention was unable to provide resources, such as childcare or
transportation support, which may have contributed to the amount of attrition. Understanding
barriers to attending job search interventions can aid career counselors with finding as many
resources as possible for individuals that are interested in attending job search workshops.

Chapter Five Summary
This study investigated individuals' self-reported measures of job search knowledge, job
search self-efficacy, and employment hope to analyze change over time for those who
participated in Project P.A.T.H., a psychoeducational job search workshop. In addition, the
researcher investigated how the participant demographics, such as age, race/ethnicity, gender,
and level of education, influenced job search knowledge, job search self-efficacy, and
employment hope. Further, the researcher assessed if there was a relationship between
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participants’ group TF scores and their levels of job search knowledge, job search self-efficacy,
and employment hope. Main findings include (a) significant difference in measures of job search
self-efficacy and employment hope from pre- to post-intervention for both in-person and virtual
groups, (b) statistical correlations between participant age and job search self-efficacy, and (c)
statistical correlations between job search self-efficacy and group therapeutic factors, particularly
for interpersonal self-awareness. Thus, the conclusions of this study contribute to an emerging
body of literature concerning unemployed individuals and how job search interventions can
influence their levels of job search self-efficacy and employment hope.
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